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ABSTRACT 
Employee participation is a common and popular aspect of most labour relations 
systems in many countries, including South Africa (the RSA). For years now, there have 
been debates around the actual benefits of employee participation initiatives to both the 
business and its employees. Various factors influence the development of participation 
initiatives within businesses. Some of these factors include legislation, management 
perceptions and attitudes, socio-economic factors, political and business complexities. 
These factors vary from one economy to another, from industry to industry, from 
company to company and may be classified into internal or external factors. It is even 
suggested that participation initiatives and levels of implementation may be different 
within the same organization, from department to department, and from one geographic 
set-up to another within the same organisation. It is for this reason that this research 
was undertaken. RoyalServe(RS) has an average of 12 000 employees and about 800 
sites or branches or units within the RSA. A number of employee participation models 
and initiatives exist within RS, and it has been argued by many (inter alia trade unions, 
employees, managers) that the implementation of these models varies from one site to 
the next - with one of the major influencing factors being the size of a branch or site. 
Employee participation initiatives and models are established either voluntarily or in 
response to compliance with legislation. Some scholars and practitioners have 
suggested that employee participation models that yield positive results for both parties 
are the ones that are voluntary and have not been undertaken for legal compliance 
purposes. Others argue that even in cases where it is legislated and practiced for 
compliance, the end result remains the same. From a comparative point of view, the 
Japanese and German models of employee participation have been, for some time 
now, crowned as classic examples of employee participation. Interestingly, the two 
models (Japanese and German) were implemented for contrasting reasons. The 
Japanese model is voluntary whereas the German model is legislated. Both models 
remain leading examples of how successful participation can be, regardless of the 
reasons for its implementation.     
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Royal Serve Cleaning operates in three Sub Saharan countries: South Africa, Lesotho 
and Namibia (making it a transnational organisation). The Head Office is situated in 
Midrand, Johannesburg, RSA. The following regional offices exist to provide immediate 
and more flexible support to both employees and clients at regional level: 
 Cape Town: Western Cape 
 Midrand: Gauteng Province, Limpopo, North West and Mpumalanga 
 Bloemfontein: Free State, Lesotho and Northern Cape 
 Durban: KZN  
 Port Elizabeth: Eastern Cape 
 Namibia 
The primary goal of this research was to investigate how the size of a site influences the 
implementation of employee participation within RoyalServe Cleaning (Pty) Ltd. Put 
differently, the question to be answered by the research is: are employee participation 
initiatives applied similarly across all sites within RoyalServe regardless of size? 
Another question that has been answered in this research report, albeit indirectly, is: do 
RoyalServe employees understand the various participation initiatives in place at all 
levels of the organisation?    
Accusations have been leveled by some employees that employee participation 
initiatives at RS are benefiting only those employees based at the big sites at the 
expense of the smaller ones.  
The research methodology followed in this paper includes: 
 A review of the available literature about RoyalServe employee participation 
strategies, initiatives, minutes, reports and practices 
 The development of a questionnaire which was then distributed to selected 
employees at all levels within the organisation. 
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 The analysis of information gathered in the above activities and 
recommendations formulated was based on gathered data. 
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INTRODUCTION, PROBLEM STATEMENT AND OUTLINE OF RESEARCH   
1.1 Introduction 
According to Anstey (1997), “…..the 1995 Labour Relations Act (LRA) has given fresh 
impetus to the worker participation debate at the level of the enterprise.” This statement 
implies a number of scenarios: 
 That employee participation is not a new phenomenon in South African labour 
relations systems 
 That the involvement of employees is legislated 
 That employee participation initiatives are, and always have been legislated   
 That the 1995 Labour Relations Act gave a new lease of life to, or re- 
engineered, employee participation at enterprise level 
Anstey (1997) further identified a number of employee participation models which he 
classified broadly into direct and indirect employee participation strategies. Employee 
participation was defined by Salamon (1992), as “……a process of recognising 
employee rights and needs.” In most of today`s labour relations systems, an 
organisation that fails to recognise employee rights and needs is most likely operating 
outside of the bounds of labour legislation (this applies to various labour relations 
systems, including in the RSA), and is also bound to face challenges with regards to 
employee motivation and retention. Employees are key stakeholders in any business - 
regardless of its size or sector and must be treated as such.   
According to Bendix (2010, p 720), the Black LRA of 1953 was the first piece of 
legislation in the RSA to give employees rights to participate in decision-making 
processes, or at least to voice their concerns formally and in a structured manner. This 
was facilitated through the formation of workers’ committees. Although the main aim 
and strategy behind the creation of workers’ committees was to discourage black 
workers from joining trade unions, this legislation provided a formal opportunity for 
workers to participate in work processes, to influence workplace decisions more 
formally and also to consult with and engage with management on matters of concern. 
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Prior to this Act (LRA of 1953), only the minority of white workers were allowed to join 
trade unions and to engage with management on matters of remuneration and working 
conditions. 
The LRA of 1995 provided every worker with an opportunity to be heard and to consult, 
both directly and indirectly. In other words, it ushered in full workplace democracy. 
Various other pieces of legislations followed the major amendments of the 1995 LRA in 
obligating employers to consult with employees on a wide range of work-related issues 
and these include, but are not limited to: 
 The Employment Equity Act 55 of 1998 
 The Skills Development Act 97 of 1998 
 The Labour Relations Act of 1995 
 The Occupational Health and Safety Act 85 of 1993 
 
It is with the above background in mind that RoyalServe Cleaning Services developed 
the following strategies and policies to ensure both direct and indirect employee 
participation at all levels: 
 A Corporate Social Investment strategy 
 Transformation strategies 
 An Incentive policy 
 An Environmental Health and Safety policy 
 Internal climate surveys: HR surveys  
 A Performance Management strategy 
 A Skills Development strategy 
 
RoyalServe Cleaning Services (hereafter referred to as RS) is a transnational 
Corporation specialising in contract cleaning and hygiene solutions on an outsourced 
basis. 90% of its employees are cleaners, the majority of whom are either semi-literate 
or completely illiterate. To declare its commitment towards employee rights, all RS 
employee contracts make it clear that it is the right of every employee to join a trade 
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union of choice, without fear. Employees within RS RSA, especially cleaners, belong to 
various trade unions which are normally granted stop order facilities despite lacking the 
required minimum representation in terms of the LRA of 1995.  
 
This research report intended to: 
 Investigate whether RS’s organizational structure or nature of business 
affects employee participation initiatives   
 Identify challenges faced in implementing different employee participation 
models and initiatives within RS at all employee levels 
 Investigate whether or not there is uniformity in the implementation of 
employee participation initiatives across regions and sites 
 Gauge the level of understanding of employee participation by RS employees 
nationally across levels and sites  
 And, to put together proposals based on gathered data to the RS Executive 
on possible strategies and ways of improving employee participation, i.e. 
understanding, implementation, challenges and barriers.    
1.2 Theoretical framework 
According to Salamon (2000, p 372), employee participation is distinguishable from 
employee involvement. 
Three participation elements were proposed by Salamon, and these are:  
• Method of participation 
• Scope of participation 
• Forms of participation 
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1.2.1 Method of participation 
This involves the contrast between direct and indirect participation by employees in 
workplace initiatives and strategies.  “Direct” involves employees participating directly 
and “indirectly” would be when employees nominate representatives to engage with the 
employer on their behalf. Representatives usually include either trade unions or fellow 
employees. 
Finnemore, and Van Rensburg (2000), proposed that the following direct forms of 
participation may be implemented by an organisation: 
• Information sharing (through meetings, memos, newsletters, tool box talks)    
• Team participation (quality circles) 
• Financial participation (share schemes, profit sharing) 
• Cooperatives 
Commonly, the following are indirect forms of participation: 
• Workplace forums 
• Joint consultation ( Employment Equity, Skills Development, HIV & AIDS, Health 
& Safety) 
• Joint decision making 
• Collective bargaining 
• Board level representation  
1.2.2 Scope of participation 
According to Bendix, (2010, p 709) the scope or level of participation determines 
whether such creates true workplace democracy or not. Scope may be categorized into 
two broad groups, i.e. task centred and power centred participation. 
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Participation that results in industrial democracy is power centred as it involves sharing 
the decision making burden between management and employees at all workplace 
levels as opposed to task centred which entails participation only in task related 
activities. An example of task centred participation may include employee participation 
in ways to reduce wastage in the factory or how to improve productivity outputs. A 
classic example that may be classified in this type of participation is the VW Port 
Elizabeth case, where employees came up with the idea of setting up water drinking 
stations next to their assembly lines for each employee: this reduced time spent by 
employees walking to and from central water stations to fetch drinking water.       
1.2.3 Forms of participation 
Prinsloo, Moropodi, Slabbert and Parker(1999 p 13), differentiated between formal and 
non-formal worker participation, with formal worker participation being legislated forms 
of participation such as collective bargaining, Health and Safety representation, 
Employment Equity participation, and training and development participation. Informal 
participation would involve those participation initiatives that are as a result of the 
company`s policies and culture, and are not usually legally enforceable. 
According to Salamon (2000, p 373), quality and effectiveness of employee participation 
depends on commitment and willingness by management to share with and involve 
employees in workplace processes. This view was reinforced by Anstey (1997, p 15), 
whereto he added that genuine participation would require a mindset change from both 
labour and management; a shift from adversarial to cooperative engagement and would 
further require new skills and new information flows.   
1.3 Motivation and Rationale for the study 
RS is a highly labour-intensive business and relies heavily on employees to deliver the 
required services and, therefore, it recognises the need to create and form strategic 
partnerships with its employees. The current employee participation initiatives are 
applied differently across regions and sites, although all flow from the same strategic or 
policy documents and premises. Accusations have been leveled at RS that RS 
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participation focuses mainly on its big sites, neglecting those employees based in small 
sites. Where employee participation is legislated, each country`s laws are always 
observed, but some participatory models are non-legislated and are not applied in 
Lesotho and Namibia, for example, CSI, performance-related incentives and internal 
feedback surveys. One of the key reasons for this research was to provide feedback to 
the business (RS) on how employees perceive and understand employee participation 
in general and how specific participation initiatives implemented by the organization 
were understood. RS very rarely conducts this kind of research or survey, for example, 
transformation or consultative forums were introduced 18 months ago and, to date, are 
yet to be formally evaluated or appraised. Employee participation is embarked on for 
various reasons, some of which are to improve employee involvement in making 
business decisions, to share information, to improve employee productivity, to open 
communication channels for compliance reasons etc. This research report analysed 
each one of RS`s key initiatives against its objectives and made comparisons between 
small and big sites in terms of implementation and understanding by both employees 
and managers. It was further analysed whether employees based at small sites had 
acquired a similar understanding of employee participation as compared to their 
counterparts based at big sites. 
According to Bendix (2010, p 708), employee participation is regarded as an integral 
part of any business organisation. In the many labour relations systems and 
environments at work today, it involves the engagement of employees in various work-
related activities; planning, decision-making, process-design and procedures. One of 
the core aims of this research was to put to the test RS`s participation models against 
generally accepted definitions of employee participation. According to Blyton, Bacon, 
Fiorito & Heery (2008, p 434), employee participation relates to the involvement of 
employees in decisions that affect their lives. This research report intends to further 
explore and test assertions such as these. 
It is worth mentioning that most of the above-mentioned employee participation 
initiatives are fairly young strategies within RS, having been introduced around 
7 
 
December 2009 by the new Human Resources Executive (Patricia Nkosi). The previous 
strategy on employee relations was seen as being more reactive than proactive and 
participative. 
1.4 Problem statement and its practical relevance 
Employee participation is both integral and central to any industrial relations system and 
impacts directly on the working lives of employees, business operations, industrial 
peace and democracy. According to Blyton, Bacon, Fiorito & Heery (2008, p 23), all 
three key players in any industrial relations system (employees, management and state) 
directly influence implementation of employee participation models and initiatives. The 
need therefore exists for businesses to continuously appraise and review their 
participation strategies in order to: 
• Identify factors that influence and affect employee participation 
• Identify challenges faced during implementation 
• Establish whether participation initiatives are adding any value to the parties 
• Recommend ways of improving effectiveness 
• Justify costs 
• Measure actual versus intended value-add of the initiatives. 
 
As pointed out by Prinsloo, Moropodi, Slabert & Parker(1999, p 13), some participation 
models are purely for legislative compliance and are formal in nature. The main 
objective of this study was to identify or test whether organizational structures affect 
employee participation, particularly as regards size and complexity. At the same time, 
the study also assisted in checking whether RS complies fully with all legislation that 
requires employee participation, regardless of its size, i.e. big or small. Some 
stakeholders within RS have argued that participation is only directed at the big sites 
and that small ones are neglected. Such legislation includes the Skills Development Act, 
the Employment Equity Act, the Labour Relations Act and the Health &Safety Act.  
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RS has hardly evaluated the various initiatives and practices in terms of levels of 
understanding, effectiveness and value to both the business and employees at all 
levels. If ever evaluation of initiatives does happen, it would be at Executive level 
without input from lower level employees. This research study therefore solicited input 
from employees at all levels and collected feedback on all, or the main, employee 
participation initiatives within RS. 
In brief, this research aims to answer the following questions: 
 Are employee participation models understood equally by all employees - 
regardless of site/branch size and levels? 
 Is there a direct relationship between site size and implementation of 
participation initiatives? 
 Are participation models implemented in the same manner and format across 
all sites?  
 Are employee participation models adding any value to the business? 
 What is the general attitude of employees towards employee participation 
models? 
 
1.5 Specific objectives 
Commenting on one of the key drivers for research, Somekh and Lewin (2005), 
suggested, “……..action research does not start with a research question. The driving 
force will be the impetus towards change and innovation through deepening the 
participants understanding of social processes and by developing strategies to bring 
about improvement.”  As highlighted earlier, one of the objectives of this research was 
to identify problem areas in as far as employee participation is concerned within RS and 
to recommend improvement methods to RS management. According to the National 
Employee Participation Steering Committee, Australian Government (1979, p 2), once 
introduced, employee participation initiatives must be revised and reviewed time and 
again. One of the objectives of this survey was to review and revise RS’s participation 
initiatives and, where need be, to provide possible ways of improving.      
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The broad objectives of this research report were: 
• Provoke debate on employee participation within RS, at all levels   
• Critically analyse, describe and evaluate various employee participation 
initiatives, strategies and implementation challenges  
• Identify challenges to and benefits of worker participation models 
• Compare and contrast employee participation implementation strategies 
across sites 
• Create a better understanding by all parties of the role of employee 
participation 
• Provide feedback on the effectiveness of the strategies implemented  
• Identify possible challenges faced and to recommend ways of improvement 
• Provide a platform for regions to mirror and compare one another and to learn 
from each other`s experiences 
• Share success stories and challenges 
• Provide a platform for voicing perceptions on employee participation by all 
stakeholders 
• Start a process of continued review and evaluating employee participation 
initiatives and strategies and to assist in the reviewing of own strategies 
 
1.6 Research methodology  
The research for this paper involved the use of two broad data collection methods i.e. 
primary and secondary data collection in all regions and from employees at all levels 
across the regions and the use of questionnaires to distributed to selected employees at 
all levels in the organisation. 
Some participants who were unable to complete questionnaires were interviewed by the 
researcher, using the same questions in an oral format. 
Qualitative methodology was used in data collection, with limited statistical analysis to 
show scales of opinion. 
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1.6.1 Research Design 
In designing this research report, all common research ethical issues were considered 
and these include:  
• Explaining the aims of the research to all participants 
• Promoting voluntary participation in the research 
• Gaining prior permission and consent from all participants 
• Acquiring written permission from the senior management of RoyalServe 
Cleaning Services to access and use any relevant information/data, employees 
and documents for purposes of this research 
The following key stakeholders participated in the research: 
• RoyalServe Cleaning Services 
• Employees of RoyalServe Cleaning Services 
• Employee representatives at RoyalServe Cleaning Services 
1.6.2 Test Samples 
At least 1% of total employees per region were requested to complete questionnaires to 
solicit their opinions, experiences, perceptions and understanding. RS operations are 
divided into two broad regions, i.e. Inland and Coastal regions. This research followed 
both of these regions. Inland has a total of about 7000 employees (Gauteng, Limpopo, 
Free Sate, Northern Cape, Mpumalanga and North West), and Coastal (Western Cape, 
KZN, EC and NC)has a complement of about 5000 employees. According to Saunders, 
Philip and Thornhill (2000),  “…..sampling techniques provide a range of methods that 
enable you to reduce the amount of data you need to collect by considering only data 
from a sub-group rather than from all possible cases or elements.” 
Probability sampling was used in this research, meaning that every employee stood a 
chance of being selected to participate in the research and the sample type/technique 
was random sampling, using employee numbers obtained from the payroll division (RS).  
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1.6.3 Instrumentation and data collection 
Participants were requested by the researcher to complete a questionnaire, data 
collected was used and analysed in conjunction with previous survey data (secondary 
data). Those participants who were unable to read or write were interviewed by the 
researcher in a language they understood. 
1.7 Research outline  
This study has been structured as follows: 
Chapter 1:  Introduction, problem statement and outline of the research  
Chapter 2:  Employee participation challenges and perceptions  
Chapter 3:  Research methodology and design 
Chapter 4:  Analysis of evidence and data interpretation  
Chapter 5:  Summary, conclusions and recommendations 
  
1.8 Assumptions and ethical issues 
The researcher made the following assumptions about the research: 
• That there was sufficient information and data to conduct the research 
• That resources allowed the research to flow with minimal and or manageable 
interruptions 
• That the research would benefit both RoyalServe management and 
employees in understanding employee participation benefits, challenges and 
perceptions  
• That participants in the research gave honest, authentic responses and 
information about their understanding, experiences, perceptions and beliefs 
 
Ethical issues are of concern in most research and this research was no different. 
The researcher attempted to observe all ethical and confidentiality requirements of 
research. The intentions of the research were explained openly and honestly to all 
participants and to RoyalServe as a company. Participants were not coerced into 
participating in the research and, where ever possible, written consent was obtained 
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and retained as evidence thereof. It would not only be unethical but also 
unprofessional to mislead participants and to disclose responses and experiences 
shared with the researcher in confidence. Should the need arise for such disclosure 
to be made, for whatever reason, such would only be made with the written consent 
of the relevant party. 
 
Commenting on the importance of ethics during research, Alasuutari,   Bickman & 
Brannen (2008, p 99), stated“……the principle of respect reflects a moral concern for 
the autonomy and privacy rights of those recruited for research participation…….it 
embodies the moral necessity of obtaining consent to participate in research that is 
informed, rationale and voluntary.”  The following key moral rights and ethical issues 
were made clear to all participants during the research: 
• The purpose of the research 
• The right to withdraw from the research at any given time during the research 
• The right not to participate or to decline to complete the questionnaire and/or 
answer any questions 
• The consequences of accepting, declining and withdrawing from the research, if 
any 
• The potential risks, implications, benefits and hazards associated with 
participation, if any 
• The right to use own language    
 
The researcher did not at any given time prior to, during or after the research deceive 
any of the parties who participated in the research. The research findings and the 
research outcomes are always to be utilised for the intended use as declared and 
explained by the researcher to the participants. Alasuutari, Bickman & Brannen (2008, p 
101), further held that, ”…….deception most obviously violates the principle of respect, 
by depriving prospective participants the opportunity to make an informed choice 
regarding the true nature of their participation.”  
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1.9 Conclusion 
This chapter dealt with the general and broad framework of this research report. This 
may be summed up as including the: 
• Problem statement 
• Research objectives 
• Research methodology  and structure 
• Research ethics and assumptions 
The following chapter will attempt to: 
• Create an understanding of general employee participation within RS from a 
practice and legislative perspective 
• Review literature related to employee participation 
• Provide a theoretical analysis of RS’s participation models and initiatives 
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CHAPTER 2  
EMPLOYEE PARTICIPATION CHALLENGES, DIFFICULTIES AND PERCEPTIONS  
2.1 Introduction 
The purpose of this chapter is to review the literature and previous research studies 
undertaken by other researchers and scholars on employee participation, either within 
specific organisations and states, or in its general terms. Further, this chapter will 
provide a theoretical framework of various employee participation models within RS at 
all levels, including reasons for its development, various participation initiatives, policies, 
strategies and commitments. It will review current perceptions from parties involved in 
the participation processes on whether participation is achieving its intended objectives 
or not and the challenges thereof. 
According to Mouton (2011, p 39),some of the core reasons for reviewing research from 
other scholars is to learn from their experiences; from how they have interpreted facts 
and theories; to benefit from the data and facts already available and to avoid common 
pitfalls and or errors. Review of other scholars is therefore not just a process of reading 
through books and articles; it is a critical element of any research. 
As Saunders, Lewis and Thornhill (2000, p 39),proposed, “…………your review also 
has a number of other purposes……,to sample current opinions in newspapers, 
professional and trade journals, thereby gaining insights into aspects of your research 
questions.” 
Weaknesses and strengths of previous research and current understandings and 
perceptions will be investigated in this chapter. Written reports on employee 
participation will be reviewed and compared with the findings of this research. 
As briefly outlined in Chapter 1, RoyalServe Cleaning Services has various employee 
participation initiatives and strategies, some of which were recently introduced and 
some of which have been in place for some time now in line with RoyalServe Cleaning 
Services’ transformation and compliance intent. These include: 
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• Consultative committees and forums 
• Incentive and performance bonus schemes 
• Culture or climate surveys 
• Employee shareholding schemes 
• Sectoral collective bargaining 
• Pension fund participation 
• CSI initiatives 
• Performance appraisals  
• Health & Safety committees 
• Peer educators  
2.2 Overview of employee participation 
According to Bendix (2010, p 57), documented employee participation in South Africa 
dates back to the industrial revolution in the 19th century  - which was ushered in by the 
discovery of diamonds and gold. The Labour Relations Act of 1953 allowed and indeed 
legislated discriminatory employee participation by allowing the minority white and other 
non-black workers to join trade unions and to engage with employers on terms and 
conditions of employment. The same act barred the majority black workers from joining 
or forming trade unions, instead allowing them to form workers’ committees that were 
then meant to represent their interests. One may conclude that employee participation 
during the apartheid era was meant to divide workers rather than to improve workers’ 
interests and needs or to create democratic workplaces for any economic or social 
gains to employees.  
Although, the employer-employee relationship dates back to the 18th century, mainly in 
the farming sector, recorded participation dates back only to the 19th century under the 
1953 Labour Relations Act and has developed tremendously since then.   
As proposed by Anstey (2008, p 374), most workplace disputes are caused and 
perpetuated by the tension created by the decision-making processes, especially during 
change periods and the way in which employee participation is defined, applied and 
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understood across businesses. Also highlighted by Anstey (2008), is the fear 
management has, of losing power in designing participation processes. Trade unions 
and employees on the one hand fear cooptation and becoming part of management, 
hence reducing their power and compromising their position when it comes to 
challenging management decisions.       
According to Salamon (1992, p 341) and Anstey (1997), employee participation is a 
process of recognising employee interests and rights by management, including the 
seeking out of employee opinions during decision-making initiatives by management.  
Such processes, according to Salamon (1992) and Anstey (1997), may extend beyond 
organisations to include outside-of-the-organisation participation. A common form of 
such would be corporate social investment (CSI) initiatives.  The two scholars further 
suggested that certain financial gains extended to employees by businesses are also 
regarded as forms of participation and these include profit sharing, employee share 
ownership, employee stock programs and incentive schemes. 
In South Africa, full and non-discriminatory employee participation was only realised 
after the 1995 Labour Relations Act amendment, which, in its own making, was 
developed through full participation of all three key stakeholders in the labour relations 
system under the auspices of NEDLAC. Following the overhaul of most labour 
legislation post- 1994, various participation drives were legislated, meaning that 
organisations had no choice but to engage with employees and their representatives. 
Examples of these laws include the Health and Safety Act 85 of 1993, the Employment 
Equity Act 55 of 1998, the Skills Development Act 97 of 1998 and of course the Labour 
Relations Act of 1995.  
Employee participation strategies, initiatives and processes are products of labour 
relations systems and strongly reflect a country`s ideology, values, beliefs, culture, 
history and social structures, and these generally have developed and changed from 
decade to decade depending on various factors. Some common factors shaping or 
influencing participation strategies include history, levels of democracy, trade union 
power, ideology and levels of state intervention.  Further reflected by the participation 
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models is the culture of an organisation, its management attitude and employee 
relations strategies. For example, employee participation models in RSA today are 
completely different to what they were 20 years ago.  German employee participation 
during the First World War and the Second World War was completely different to what 
it is today. It may also be concluded that the current participation models in German 
were hugely influenced by the two world wars (history, political events). Ideology also 
plays a key role in shaping participation models in most countries, for example, a 
country that believes in a purely capitalist system would allow market forces to lead the 
process of shaping relationships - as opposed to imposing laws to force parties to 
engage with each other. A classic example of this would be the Japanese model. The 
Japanese government plays a very silent role in terms of relationship-building between 
employees and employers, market forces are allowed to take a leading role (the 
researcher`s own opinion).  
As ideologies shift from time to time within a state, employee participation also follows 
suit, for example, the Australian government, until the 1970s, was heavily involved in 
the determination of collective agreements. This gave little room for employers and 
employees to participate as the state would have had the final say anyway. This 
changed in the late 1970s and market forces were allowed to take control, indicating a 
shift to market forces.  
De Villers & Kooy (2004, p 26),  Australian government publishing services(1979, p 
5)and Salamon (2000, p 378),in their analyses of worker participation and involvement, 
suggested that there is no one universally agreed upon or accepted definition and form 
of employee participation; they vary from organisation to organisation, from country to 
country and from industry to industry. According to these scholars and the Australian 
government steering committee report on employee participation produced in 1979, the 
form, shape and level of participation depends on the type of relationship between 
employers and employees, between trade unions and employers, upon the culture of 
the organisation and its industrial relations policy. They further argued that participation 
may be collective or individual. 
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According to Anstey (1997) & Salamon (2000), the most recent form of participation to 
dawn on most nations and systems has been financial participation, a direct form of 
participation as opposed to an indirect one, where employees participate through 
elected individuals such as trade union officials and fellow employees.  Some forms of 
employee participation usually remain unrecorded and do not form part of any 
organisation’s policies and procedures, especially simply processes like informal 
information sharing or discussions about the business between managers and 
employees. Such participation may involve simple conversations during breaks, 
morning briefings, scheduled meetings or tool box talks (de Villers & Kooy, 2004, p 26). 
The two authors further suggested that direct participation usually occurs at lower levels 
in workplace structures, involving individuals and is usually centred on the control of 
work stations. This is as compared to indirect participation which happens at higher 
levels within an organisation through representatives and, as such, is normally power 
and control driven, for example, collective bargaining at sector levels or between a trade 
union and an employer, regarded at times as boardroom participation. Some employers 
allow employees to independently organise their own work stations under broad 
guidelines - this is also regarded by many as a form of participation. 
According to de Villers & Kooy (2004, p 27), indirect participation may be within an 
organisation or outside of it, or within the same organisation but centralised at national 
level or at sector level through institutions like bargaining councils, trade unions, 
international framework agreements (IFAs), global trade unions, world works councils 
and trade union federations   
Klerck (1999, p 15), in his article on lean production and work place forums in South 
Africa, made an assertion that management implicitly accepts worker influence in work 
place decision-making in exchange for worker cooperation, and workers agree to 
participate in return for representation. These are some of the unwritten principles, rules 
and assumptions that underlie worker participation in any forum and at any level. This 
proposition was accepted by Wilkinson, Bacon, Redman and Snell (2010, p 249), where 
they proposed that the ultimate goal of employee participation from a management point 
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of view is to improve the performance of both the organisation and its employees, 
offering greater rewards for both the employees and the employer as a consequence. 
A closer look at some general employee participation initiatives, processes and 
strategies reveals that these are more strategic business decisions or government-
produced legislation as compared to being initiated by employees or trade unions. In 
supporting this proposition, Klerck (1999, p 4) & Wilkinson, Bacon, Redman & Snell 
(2010, p 249), suggested that employee participation processes are meant to create 
stable work environments rather than to empower employees and therefore are for 
selfish reasons by management. 
 
A major contributor to the advancement of employee involvement has been the 
introduction of modern production methods and systems, such as lean production. 
These require massive employee cooperation, team work, accountability, multitasking, 
innovation and flexibility. But again, the main reason here is to improve production and 
hence is for selfish reasons by the business or management. Accepting this proposition, 
Klerck(1999, p 5), suggested that the most direct forms of employee participation 
strategy are shaped and influenced by the human resources policies, practices and 
procedures and the culture of an organisation.  It is also common knowledge that such 
policies are always drafted and designed to comply with relevant legislation; for 
example, an employer’s transformation policy would always be guided by, and must 
always comply with, relevant legislation – such as the Employment Equity Act and the 
Skills Development Act. According to Slabbert, Prinsloo, Swanepoel & Backer (2003, p 
13), a difference will always exist between formal and non-formal participation as formal 
participation is legislated participation and non-formal participation is none-legislated.    
 
2.3 Defining employee participation 
Anstey (1997, p 3),in defining employee participation, made the following comment, 
“…….employee participation is superficial without the power to make decisions, it is 
naïve and potentially harmful if there is not sufficient information about the business, 
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…rewards are needed to align individual motivation with organisational goals and 
effective participation demands technical and social skills.” 
Finnermore  &van Rensburg (2002, p 243), referred to employee participation as any 
scheme, process or strategy that allows employees to help determine and control a 
company`s decisions.  According to Salamon (2000, p 371), employee participation is 
normally regarded as a management prerogative and as extended employee influence 
beyond collective bargaining. It can be argued however that collective bargaining is a 
form of employee participation which happens at various levels, i.e. at workplace level 
and at sectoral and national levels, with employees represented by their trade unions. 
2.4 Employee Participation versus Involvement 
These two terms are used interchangeably by many and are taken to mean the same 
thing. Salamon (2000, p 381), however, proposed that these two terms have different 
meanings and therefore must be treated differently. According to him, involvement 
refers to management initiatives that require no joint decision making, which includes: 
information sharing sessions, meetings, memos, newsletters and any other 
communication methods. In contrast, participation involves joint decision making 
processes such as co-determination and collective bargaining.   Wilkinson, Bacon, 
Redman & Snell (2010), in their debate on employee participation, used these terms to 
mean the same thing. In fact, they used these terms together all the time. 
For purposes of this research, these two terms have been regarded as the same in 
meaning and as referring to the same issues and may therefore be used 
interchangeably.  
2.5 Development of employee participation in South Africa 
As highlighted earlier, documented employee participation in South Africa dates back to 
the industrial revolution, although one may also argue that it dates back as early as the 
18th century during the master-servant relationship defined under the Master-Servant 
Act 15 of 1856, although this is not documented. The assumption here would be that as 
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long as there was some kind of relationship between the employer and the employee, it 
follows that some kind of participation and or involvement existed. 
According to Rossouw (2005, p 4), the South African labour relations systems went 
through three major and notable phases. These are: 
1870 – 1924 
• Industrialization and the discovery of minerals  
• No labour laws existed during this period 
• The employer-employee relationship was exploitative and that of master-servant 
• Participation or involvement of employees, if existed, was more of information- 
sharing than of meaningful participation 
 
1925 – 1980 
 
• Colonization 
• Racial discriminatory laws and practices 
• Numerous laws were put in place 
• Political uprisings and work related strike actions 
• Trade union growth and involvement in political issues 
 
1981 – 1994 
• Struggle for worker rights and political freedom 
• Workplace protests 
• Rise in dispute resolution institutions 
• Black workers allowed to join trade unions 
Beyond 1995 
• End to oppressive laws 
• Co-determination 
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• Legislated worker participation 
• Full democratization of workplaces 
• Reversal of pre-1994 era transformation processes and legislation 
• Peaceful and organised protests compared to violent protests 
 
Employee participation in the RSA has evolved with political events, with full or 
democratic participation only being realised post-1995, after the promulgation of the 
amended Labour Relations Act. South Africa’s black workers were only allowed trade 
union access and collective bargaining rights in 1979. Various laws were passed to 
regulate and promote worker participation at all levels, both during and post-apartheid. 
Such laws included: Black Labour Relations Act of 1973, Native Labour Act of 1953, 
Employment Equity Act of 1998, Labour Relations Act of 1995. The Native Labour Act 
of 1953.  
 
According to Bendix (2010, p 720), the focus area for involving employees in decision 
making during apartheid was twofold. Firstly, for black workers it was meant to 
discourage them from forming and joining trade unions. Yet, all post-1994 participation 
initiatives were meant to promote workplace democracy and to correct past imbalances 
caused by discrimination. In terms of non-legislated or prescriptive participation, models 
vary from business to business, depending on a number of factors: power relations 
between employers and employees and the organisation’s values, culture and policies. 
Klerck (1999, p 8), De Villers & Kooy (2004, p 26) and Wilkinson, Bacon, Redman & 
Snell (2010, p 249), proposed that participation models must be tailor-made to suit the 
needs and goals of the business and not vice versa. Business strategies and goals 
influence participation initiatives. Although, it may also be argued that employee 
participation promotes industrial peace, which motivates employees, and motivated 
employees are likely to be productive and hence drive the business strategy and goals.  
It is clear that the South African statutory participation institutions are near replicas of, 
and are influenced by, the more advanced models - such as the German and Slovenian 
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co-determination models and also by ILO`s participation structures (the researcher`s 
own opinion). 
 
In South Africa today, employees are regarded as strategic partners in policy 
formulation at national level through participation at NEDLAC.  What South Africa did 
not achieve was to create supervisory boards such as those in countries such as 
Slovenia and Germany. According to Anstey (1997, p 7), although during the 
negotiation of the labour reform at NEDLAC, COSATU suggested the introduction of the 
same structures as in Germany and Slovenia, this proposal somehow fell through the 
cracks during the process. Bendix(2010, p 722), suggested that if full participation is to 
be realised, there is an urgent need for parties (employers and employees) to begin to 
let go of history and to focus on trusting each other and to consider one another as 
partners in business rather than as enemies. The one mistake made by the South 
African legislature, according to Bendix (2010), is that most labour-related laws were 
politically driven, instead of addressing real workplace issues. Some were, and still are, 
meant to settle old scores, to reverse the past instead of building a future. Employee 
participation laws are no exception to this mental perception.  
 
According to Bendix (2010, p 723), a paradigm shift is not only required by employers 
and employees, but legislators need to go through the same shift as well. Some big 
companies in South Africa, after realising that adversarial employment relationships 
were harmful for business, introduced various employee involvement initiatives, 
borrowed from all over the world. These included quality circles, green areas, 
shareholding, task-related participation and cooperative enterprises. Summing up South 
Africa`s position from a legislative point of view, the Commission appointed by the 
President of South Africa in 1996 to investigate the development of a comprehensive 
labour market policy, comprising 16 top ranking government officials and technocrats, 
among other proposals, concluded by recommending that a more co-operative 
relationship is required in South African employment relations in order to ensure labour 
peace, stable jobs and income, and to create more jobs. According to the same 
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Commission, not only is participation vital for those already in employment, but also for 
creating future jobs by attracting more investors as labour peace is one of the key 
elements required by investors.   
 
COSATU has never made it a secret that workplace forums are not its preferred form of 
employee participation. COSATU has advocated for centralised collective bargaining 
(CB), fearing that plant level participation may damage and compete with trade union 
activities. Interestingly, and contrary to COSATU`s fears, research has shown that CB is 
strengthened by plant level participation by ensuring that collective agreements are 
adhered to and also by mobilizing members for the trade union. According to 
Bean(1985, p 159); Israelstam & Marais(1996, p 13) & Beaumont(1990, p 226), 
development of CB does not hinder the advancement of employee participation 
initiatives at plant levels; these must always be viewed as complementary to employee 
participation and are meant to take care of plant level issues that may not be addressed 
centrally through CB.     
 
2.6 Objectives of employee participation 
It may be argued that there are endless reasons for employee participation -probably 
each country,  employer and trade union has its own reasons for engaging and involving 
employees in decision making.  Most scholars however agree and accept that broad 
reasons for employee participation include: 
• Recognising employee rights, interests and promoting employee personal goals 
(Reese, 1983, p 75) 
• Creating peaceful work environments and good industrial relations (Australian 
government publishing services, 1979, p 5)  
• Improving employee and organisational performance (Glew,O`Leary-Kelly,  
Graffin, & van Fleet (1995, p 404) 
• Improving communication between management and employees (Blyton & 
Turnbull, 2004, p 248) 
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• Improving employee motivation, satisfaction and productivity (Long, 1979, p 611)  
• Improving workplace democracy and productivity, and enhancing human dignity 
and improving economic development (Finnemore & van Rensburg,  2002, p 45) 
• Improving employee relations (Joesson, 2008, p 594) 
 
In a study by Kirsten and Nel (2000, p 33), 74% of employer respondents indicated that 
they believed that worker participation would be a key aspect to an organisation gaining 
a competitive advantage in the future. Thus, the major reason that the respondents 
implemented any form of workplace participation programme was to achieve an 
increase in productivity. This proposition by Kistern and Nel (2000), was supported by 
Wilkinson, Bacon, Redman and Snell (2010) plus many other scholars. Bendix (2010) 
and Thompson & Warhurst (1998, p 31) agreed that employees are prepared to work 
harder if they, in turn, are able to participate in decision-making processes that affect 
their daily activities or that benefit them directly. Adding to and concurring with the 
majority of the above scholars, the Australian publishing services report on employee 
participation of 1979 recommended that Australia must adopt participation strategies 
and concluded that participation strategies must always be designed and intergrated in 
line with other business processes, goals, strategies and initiatives to ensure continued 
value-add to the business. They must also be revised and reviewed time and again and 
might possibly be re-engineered if the need arises.  This further enables continued 
realignment with environmental needs and demands.  
 
In a study conducted by the National Employee Participation Steering Committee, 
Australian Government (1979, p 2), the following were identified as some push-factors 
for employee participation: 
• Higher levels of employee education within workplaces 
• Increased need for organisations to be involved in community development 
initiatives 
• Changing attitudes authority 
• Union pressures 
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• The need to share economic gains with employees 
• The need for greater efficiency and productivity 
• The need to increase employee capacity 
• The need for industrial peace 
• To democratise workplaces 
 
According to de Villers and Kooy (2004, p 23), worker participation is used by most 
organisations for motivational reasons and hence to improve worker efficiency; this 
could be regarded as an economic reason or benefit of worker participation. This 
sentiment was shared and accepted by many scholars and researchers alike, such as 
Anstey, (1997); Salamon, (1987); Blyton & Turnbull, (1998) and Poole,(1986).  
De Villers and Kooy (2004), suggested that worker participation also improve the 
psychological wellbeing of employees and hence creates a healthy work environment 
and healthy work relations. Advocates of worker participation further suggest that most 
organisational goals and targets face resistance from employees due to a lack of buy-in 
and mainly because such are viewed as management’s ideas with hidden agendas. 
According to de Villers & Kooy (2004), employee participation further creates a sense of 
ownership and employees identify themselves with business decisions if they have 
participated in the decision-making process. Any decision-making process involves 
information sharing between and among all involved, therefore employees get to share 
key and strategic information about the organisation and hence gain a better 
understanding of the organisation as a whole. Divergent motives by employers and 
employees create inefficiencies and worker participation helps to bridge this gap. The 
above positions were confirmed by Thompson and Warhurst (1998, p 31) in their study 
carried out at GM motors in the USA, where employees were exposed to two different 
management styles over different transition periods at GM. One management style was 
purely autocratic and the other was participatory and involved employees in key 
decisions; none of the employees chose the former style during the survey.       
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In the case of the South African labour relations system and its relationships, the 
apartheid era created deep distrust and conflict which, to date, is still affecting 
employer-employee relationships; employer- trade union relationships and hence is still 
affecting participation processes. Participation relies heavily on these relationships and 
requires a great deal of trust between parties as it involves a lot of information sharing 
and consultation (Bendix, 2010).  
De Villers & Kooy (2004, p 28) further proposed that evidence available through 
research is overwhelming and clearly shows that employee participation improves 
efficiency and motivation. However, they quickly warned against the assumption that 
simply introducing participation processes would directly improve productivity and 
efficiency. In the same article, the two researchers suggested that collective bargaining 
is the most common form of participation in South Africa today, a proposition widely 
accepted by many including Anstey (1997) and Bendix (2010). It is the researcher`s 
opinion that if one is to evaluate direct versus indirect participation, it would be clear that 
direct participation is most likely to improve productivity and efficiency - better and more 
immediately than indirect participation. Examples are profit share schemes, 
performance related bonuses, employee stock programs, self-controlled teams and 
work station control. This is as opposed to indirect forms of participation, such as 
collective bargaining, shop steward representation and union representation. Accepting 
these sentiments, but putting the same somewhat differently,  Villers & Kooy (2004, p 
28) and Thompson & Warhust (1998, p 31) argued that the sharing of goals by 
employees and employers is key to participation improving productivity. Once 
employees accept the business goals as their own and expect to benefit from them 
directly, their commitment becomes undivided and trust between employers and 
employees improves, further strengthening the industrial relations climate. Again, 
participation strategies that are voluntary tend to be more beneficial to both parties than 
when legislated or if imposed upon parties. Most South African participation models are 
direct forms of participation. In the collective bargaining process, most employers 
normally get forced into these engagements by way of legislation and, as such, their 
motives become different and mixed. South African collective bargaining processes 
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usually end up deadlocked due to aims and goals which are too divergent. Various 
reasons may be submitted to explain such relations and one common one would be 
history and the past relationship between employers and trade unions (deep seated 
distrust levels).  
It is almost a given that for employee participation to yield fully desired and intended 
results, it must be for the right reasons and without any sinister motives. Klerck (1999, p 
9) identified 3 forms of employee participation that may be adopted by parties: pseudo- 
participation, partial participation and full participation. According to this proposition, 
every employee participation initiative has its own goal and, depending on what it was 
designed for, may be termed pseudo, partial and or full participation. According to 
Klerck (1999), the purpose and outcome of participatory actions is determined by its 
extent, depth, and whether it is either pseudo or full participation.  
Various studies conducted in countries with structured participation models have shown 
that participation has improved employee-employer relations, commitment and 
cooperation and has created common interests. However, even with these positive 
results of employee participation, it is still unclear as to why management and most 
companies still frown at participation. Klerck (1999, p 11) and Webster (1998, p 
192),when commenting on some value added to the business by employee 
participation, suggested that participation processes help management to understand 
employee needs better, to improve information flow from both sides, to improve 
employee understanding of production issues and management expectations and 
business challenges among others. The assumption that employee participation always 
benefits both employees and employers is not always so accurate. With a contrasting 
and controversial view, Kelley& Harrison (1992, p 248), proposed that very little 
statistical evidence is available to show a causal relationship between introducing 
employee participation and increased productivity. The two researchers further argued 
that it is also difficult to show a direct relationship between productivity and employee 
participation. Benefits of employee participation initiatives may not be measured in 
isolation and do not occur in isolation from other factors impacting on productivity.                  
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Israelstam & Marais (1997, p 13) and Beaumont(1990, p 226) suggested that some 
participation processes are put in place because trade unions and employers at times 
feel that collective agreements are too rigid for their environments and hence there is a 
need for workplace strategies such as worker participation initiatives. In other words, 
every workplace has its own unique needs and challenges. Furthermore, the two groups 
of scholars highlighted the fact that employee participation forces parties to cooperate 
and to check and balance the powers of one another, meaning, that if a joint decision 
principle is to be applied, the employer may not decide on issues affecting the 
employees without consultation or prior to input from employees. 
Adding to a seemingly endless list of benefits of participation initiatives is the proposition  
that employees would benefit indirectly through training that may be required to enable 
them to participate effectively in the process, e.g. training on how to conduct meetings, 
share information, represent fellow workers, and Health and Safety training (National 
employee participation steering committee, Australian government publishing services, 
1979). 
One may thus conclude that participation benefits may be broadly classified as 
economic, social and political in nature, regardless of form, scope and level.  
2.7 Critics of employee participation 
Like any other societal structure, employee participation has come under fire from 
several critics and the majority of such critics have suggested that participation and 
involvement is just another form of employee exploitation. The core objective of these 
initiatives is to create much needed labour peace and hence to reduce the burden of 
employee control by management. This is in direct contradiction to creating an industrial 
democracy and treating employees as partners (Thompson & Warhurst, 1998, p 31). 
The two scholars further suggested that such initiatives are only smart ways of 
undermining trade union control and involvement - a proposition strongly accepted by 
South Africa’s COSATU, particularly as regards shop floor participation. 
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Based on the literature reviewed by the researcher in this chapter, it is clear that 
employee participation initiatives play a key and positive role in business, especially if 
introduced for the correct reasons. The majority of writers and researchers clearly 
support employee participation.   
2.8 Forms and levels of employee participation 
As highlighted earlier by Anstey (1997, p 3) & Salamon (1992, p 347), there are 
probably as many forms of participation as there are employment relationships. 
Participation may be classified broadly into two streams: direct participation and indirect 
participation. Direct would involve individual or collective processes of interactions 
between management and employees on work related matters, such as: information 
sharing, financial participation, workplace surveys, work organisation and consultation 
on work- related issues. According to Bendix (2010, p 709), direct participation would 
also include what she referred to as task-centred participation. Indirect participation 
would refer to processes such as collective bargaining, and the employer engaging 
nominated employees such as shop stewards and union representatives (de Villers & 
Kooy, 2004 and Anstey 1997). Indirect participation would be what Bendix (2010, p 709) 
referred to as power-centred participation. However, de Villers and Kooy (2004, p 27), 
proposed that collective bargaining is not simply a form of participation. To them, 
participation involves non-conflict engagement between employees and employers, yet 
collective bargaining always aims at dealing with conflict situations or power-driven 
participation and problem solving. They held that, “…………..participation normally 
focuses on issues where interests are convergent, but collective bargaining deals with 
issues of conflict.” A closer look at collective bargaining processes however, reveals a 
different scenario to the one painted by the two scholars, for example, co-operative-type 
of bargaining as opposed to distributive or competitive-type bargaining. The two 
scholars further held that collective bargaining is the most common form of participation 
in South Africa today. This is no surprise, given South Africa’s trade union involvement,  
power and the complexity of its labour relations systems and institutions. As proposed 
by Klerck (1999, p 10), various forms and levels of participation may be identified and 
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these vary from company to company depending on its core purpose. These forms of 
participation might include: suggestions boxes/schemes, board level representation, 
briefing groups, works councils, workplace forums, worker cooperatives, employee 
stock programmes, workplace committees and joint decision making.  According to 
Bendix (2010, p 709), the level of participation within an organisation determines the 
level of industrial democracy. Task-centred participation is commonly regarded as being 
less democratic than power- centred participation such as joint decision making and 
share- holding. 
Blyton and Turnbull (1994, p 56) and Klerck (1999), proposed that level and form of 
participation is heavily influenced by management’s attitude, commitment and statutory 
requirements on participation. Non-statutory participation is usually at the mercy of 
management and the power of trade unions and, even so, in systems and areas where 
participation is statutory, management usually engages with employees for statutory 
reasons and, as such, would hardly be regarded as full participation. In other words, full 
participation must be from the heart of management, its culture, strategic intent and 
values. Accepting this proposition, Poole (1986, p 77) and Beaumont (1990, p 228) 
pointed out that employee participation in health and safety in the UK, prior to the 
introduction of the Health and Safety Act of 1974, was more a voluntary initiative, 
Employers hardly seemed interested. A sharp rise in participation was realised after the 
1974 Act that compelled employers to involve and engage employees on health and 
safety related issues. 
According to Klerck (1999, p 12), another critical factor influencing the type, form and 
level of participation is the size of the organisation. Bigger companies normally have 
formal and extensive participation models as they are mostly unionised. For example, 
Multi-National Corporations (MNCs) such as VW have world works councils that cut 
across borders and include all VW operations from different countries. Yet small 
organisations tend to be against participatory practices as they normally fear being 
taken on and challenged by trade unions. 
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2.8.1 Levels of participation 
Klerck (1999, p 1) argued that the Labour Relations Act of 1995 led to the introduction 
of three legislated employee participation levels: macro level (NEDLAC), meso level 
(bargaining council level) and micro level (workplace forums). These levels were 
primarily aimed at ensuring employee participation at all levels in the new South Africa 
(post 1994) and clearly to correct past inequalities. Klerck (1999) further insinuated that 
post 1994 legislation in RSA was not only aiming at creating democratic workplaces and 
labour systems, but also to re-distribute wealth as well.  Another point highlighted by 
Klerck(1999, p 3) as being key to introducing employee involvement processes into 
workplaces at all levels has been the need to reduce trade union power and directly 
create partnerships with employees and trade unions.   Trade union involvement at any 
level (either within the organisation and/or at industry level) tends to dilute and overtake 
direct employee participation. The reason for this is probably that employees or unions 
would compete for representation. For example, COSATU is clearly against workplace 
forums in South Africa, instead preferring centralised representation and CB.  
Once unions get involved in participation, most employers begin to trade carefully and 
end up not participating freely for a number of reasons. In Sweden for example, the 
introduction of the Co-determination Act in 1976 saw works councils dwindle and unions 
taking over (Klerck, 1999, p 13). Interestingly, it is also suggested by Beaumont (1990, 
p 79), Klerck (1999, p 14) and Poole (1986, p 77), that studies have further proven that 
the existence of participation legislation alone is not a guarantee that such would be 
effective or necessarily complied with. France, for example, has a small number of 
participative models, despite legislation making this compulsory. Commenting on the 
relationship between workplace forums (WPF) and collective bargaining, Beaumont, 
(1990, p 226), WPFs were never intended to replace collective bargaining but rather to 
complement such. According to this view, COSATU’s fears on the relationship between 
the two were misplaced, a view that is shared by the researcher. Taking a closer look at 
the German’s works councils and collective bargaining, it appears that the two work 
hand in glove to supplement and complement each other. For example, works councils 
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ensure that companies comply with collective agreements and hence act as monitoring 
agents as well. The proposition by the two scholars with regards to the relationship 
between WPFs/WCs and CB was also reinforced by Webster (1998, p 145),who further 
suggested that CB does not have the capacity to deal with day-to-day plant level issues 
and this gap is closed by WPFs/WCs. Salamon (2000, p 378),suggested that with 
industrial democracy developing and improving daily for different reasons, employee 
participation models have followed suit and seem to be extending to all areas and levels 
within organisations across the globe. Management can no longer claim exclusive rights 
to any business area in terms of decision-making.    
2.8.2 Forms of employee participation 
According to Bendix (2010, p 709): Salamon (2000, p 373) and Anstey (1990), two 
forms of participation exist i.e. direct and indirect. The extent and form of employee 
participation in any country is heavily influenced by the relevant legislation, union 
involvement or influence, organisational culture, ideology, historical background, social, 
economic, cultural factors, education levels of the work force, technological factors, 
power relations between players in the systems and a number of other variables. Bean, 
(1985, p 170) and Klerck (1999), suggested that at the end of the day, no one single 
factor influences the form or level of participation, these act together at all times, 
although some may be more influential than others, with political and economic factors 
said to be the leading and most influential factors. 
Where bargaining structures are more prevalent at workplace levels such as in the UK, 
USA and Japan, participation is likely to be direct, indirect and decentralised. According 
to Klerck (1999, p 18), where bargaining is centralised at national or industry level, 
direct participation would be limited and would take place at workplace level, like in 
Sweden and Germany. Where bargaining is centralised, employees have limited power 
to influence workplace terms and conditions as compared to companies with 
decentralised bargaining and participation (with the exception of heavily unionised 
industries such as mining in RSA. The National employee participation steering 
committee, Australian government publishing service (1979), held that other factors may 
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influence forms of employee participation, these include aims, motives, size, nature of 
the industry and industrial relations policies of the organisations. It was further 
suggested in the same article that each enterprise needs to develop participation and 
involvement forms that suit its own conditions, strategies, goals and vision, although, 
some forms of participation may be universal across businesses, especially statutory 
forms such as the works councils in Germany and Health &Safety participation in South 
Africa and in Britain. According to the Australian government publishing services, (1979, 
p 6), Anstey (1997)  and Shea (1984), certain conditions are required for purposes of 
effective participation, and these include clarity of purpose, support from senior 
management, open-minded business culture, trust, continued innovation, learning, good 
industrial relations, clear roles and job security. 
2.8.3 Direct participation 
According to Bean (1985, p 160) and the National Employee Participation Steering 
Committee, Australian government publishing service (1979, p 3), common direct forms 
of participation include, amongst others; practices such as informing employees of the 
state of the business, its goals, plans, performance, challenges and work methods,  
changes within the business, participation in redesign of work and work methods, self-
managed teams, co-operatives and the creation of self-managed teams.   Work place 
surveys are also cited as direct forms of participation by Anstey (1990). These are 
referred to as attitude surveys by Wilkinson, Bacon, Redman and Snell (2010, p 246). 
These processes gather employee opinions, perceptions and ideas via a survey that is 
later analysed by management and possible corrective action is taken if need be.     
2.8.4 Indirect participation 
Bendix (2010, p 711) cited the following as common indirect forms of participation: 
• Plant or sector collective bargaining  
• Workplace forums 
• Works councils 
• Workers’ committees 
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• Health and Safety representatives 
• Co-management committees  
• CSI  
Given the diverse nature of forms of employee participation across countries and 
organisations, it has even been suggested by some that initiatives that are similar in 
form and principle may differ when it comes to the final implementation and application. 
For example, worker co-operatives in the UK are different to those in Spain and Italy. 
Adding another dimension to employee participation is the suggestion by Bean (1985, p 
160), that forms of participation must be differentiated according to depth and extent of 
participation, with three defined forms of participation being identified: consultative 
participation, co-management and joint decision making, with works councils regarded 
as the most common form of consultative forums found in both developed and 
developing countries and differing just in name.   For example, in South Africa they are 
referred to as workplace forums, in Zimbabwe and Zambia they are called works 
councils; in Germany, Britain and Singapore they are referred to as works councils as 
well. In France, Pakistan, Tanzania, Finland and Belgium they are referred to as 
workers’ committees. Added to these common indirect forms of participation as 
proposed by Reese (1983, p 75) are shop stewards in South Africa, Ireland and 
Australia, and self- managed groups or teams in Norway and Sweden.  According to 
Bean (1985, p 161), consultative participation is on the weaker side of participation and 
joint decision making is regarded as the most effective form of employee participation. 
Consultative participation is most probably equivalent to what Salamon (2000) referred 
to as employee involvement rather than participation. The most powerful form of 
participation is the co-operatives or worker controlled organisations common in 
Yugoslavia and some Western Europe countries and Israel’s community-owned 
organisations referred to as “Kibbutz organisations” . 
2.9 Employee participation and legislation in South Africa 
According to Bendix (2010, p 720) South African employee participation models in most 
companies are legislation-driven, although some do  exist that are voluntary and which 
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have been implemented by employers out of genuine efforts to empower employees, 
either in economic, political or social terms. For example RoyalServe Cleaning’s 
employee financial participation models are a combination of compulsory and voluntary 
initiatives. Legislated employee participation in South Africa dates back to the early 20th 
century. The Labour Relations Act of 1953 attempted to regulate employee 
participation, although along racial lines and as an attempt to keep the employees 
divided. By the same token, the same act prohibited non-white employees from 
participating in trade union activities. They were, however, allowed to form workers 
committees that had the mandate to engage employers on work-related issues. The 
introduction of workers committees in 1953 under the Black Labour Relations Act was a 
way of discouraging black employees from involving themselves in union activities 
rather than being a form of improving consultation and work place democracy.  Other 
races such as Asians and Coloureds were allowed to form and join trade unions under 
the 1953 act. Trade unions during the apartheid era were only granted a statutory right 
to form work place works councils in 1981. 
Meaningful, democratic and non-discriminatory employee participation was only realised 
after 1995 under the revised Labour Relations Act 66 of 1995. This act was followed by 
numerous other employment related laws that made it compulsory for employers to 
consult with employees on certain employment related issues and these include the 
Employment Equity Act, the Skills Development Act, and the Health and Safety act. 
Further submitted by Bendix (2010, p 721), is that formation of workplace forums in 
terms of the 1995 Labour Relations Act is left at the hands of trade unions and 
employers with at least 100 employees. Once requested by a majority trade union to 
establish a workplace forum, may not decline. Workplace forums have specific functions 
in terms of the Act and these include restructuring, organisational change, job grading, 
education and merit bonuses; however, parties to a workplace forum may agree to 
extend issues for consultation and joint-decision making.       
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2.10 RoyalServe Cleaning (RS) employee participation models 
A number of initiatives and models exist across all employment levels within RS, direct 
and indirect, formal and informal, statutory and voluntary. RoyalServe employs on 
average 12 000 employees across South Africa and it is the third largest hygiene and 
cleaning company in the country. RS’s head office is situated in Midrand, Johannesburg 
and has four regional support offices (Cape Town, Durban, Bloemfontein and Port 
Elizabeth). About 90% of RS’s employees are cleaners who are employed on limited 
duration employment contracts and are generally based at the client’s premises. RS 
also has small operations in Lesotho (about 200 employees) and Namibia (about 600 
employees), with the latter managed from a national office situated in Windhoek. 
Lesotho is managed from the Bloemfontein office. This research only focused on 
participation and involvement initiatives within RoyalServe South Africa, wherein it has 
an average of 800 sites across different industries, including hospitals, mines, shopping 
malls, office parks, manufacturing plants and many others. RS has three main divisions: 
commercial cleaning, healthcare cleaning and hygiene supplies, with each division 
headed by a Divisional MD or Operatives Executive. The researcher is employed by RS 
as a National HR Manager responsible for the Commercial division based in Midrand, 
operating nationally and with a portfolio of about 7000 employees. For purposes of this 
research, RS shall refer to all three divisions mentioned above.              
Participation and involvement models within RS cut across all employee levels, i.e. 
managerial and non-managerial and these include: 
• Consultative forums 
• Performance-based incentives  
• Performance appraisals 
• Employee shareholding schemes 
• Health and Safety committees 
• Collective bargaining 
• Culture surveys 
• Corporate social investment 
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• Shop stewards 
2.10.1 Consultative forums (CFs) 
At inception in 2009, these forums were named transformation committees, but were 
later renamed consultative forums. All RS sites with a minimum of 20 employees are 
required to nominate at least one fellow employee per shift (normally each site has two 
shifts) to represent their interests and rights through liaising with management. 
Nominated employees meet either every second month or monthly with management in 
the presence of a representative from HR to discuss issues pertaining to RoyalServe 
(RS Constitution of Consultative Meetings, 2009), some of which include: 
• Employment Equity and diversity  
• Training and Development  
• Labour & employee relations 
• Employee wellness 
• Performance management  
• HIV & AIDS  
• Corporate social investment  
• Any other issues affecting employees, raised either by management or by 
employees 
In terms of the constitution governing CFs, three levels of committees exist and these 
are: 
• Site based CFs 
• Regional CFs 
• National CFs  
Site based CFs deal with site specific issues in consultation with relevant line 
management. Regional CFs consider and attend to regional issues, and national CF’s 
deal with national issues.  The scope remains uniform despite the levels. The national 
CF is led by the CEO and the HRD, with employee representatives nominated from 
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regional committee members and each region is required to have at least one 
representative in the national consultative forum (nominated from the regional 
committee). 
Although the constitution for these forums does highlight all the above focus areas as 
falling within the scope of the forums, it does not provide details on how the forums 
would address HIV & AIDS issues, CSI, Employment Equity and performance 
management. It does however, summarise how issues of training and development 
would be addressed by the CFs (RS CF constitution, 2009): 
• Development of outcome based training 
• Revision of training and learning programs 
• Identification of training needs 
• Participation in the selection of training providers 
• Reviewing of the training quality evaluation report 
• Signing off the WSP and the Employment Equity Report 
These RoyalServe forums were not established in terms of the Labour Relations Act 66 
of 1995 or in terms of any legislation, but rather at the initiative of the employer as part 
of its Employee Relations Strategy. However, these forums now also fulfill certain 
statutory requirements (as required by the Employment Equity Act and the Skills 
Development Act). Term of office for elected employees is as per the constitution drawn 
up by RS, which also covers areas such as number of members, terms of reference, 
election process, meeting procedures and frequency. Other common issues raised and 
discussed in these forums include, but are not limited to: 
• General employee requirements like uniforms, equipment and chemicals 
• Employee discipline and grievances 
• Pay related issues 
• Changes within the business 
• Safety issues 
• Company policies 
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• Announcements 
These forums are used as communication forums, where information and ideas are 
shared. 
CFs were introduced in September 2009 and have been very popular, especially at big 
sites. At the same time, given their scope of work, it has always been expected that 
conflicts would arise between employee representatives in these forums and at these 
sites with a trade union presence. Some employees openly refused to participate in 
these forums, instead opting to utilise shop stewards for any representation. An 
example in point is the V&A Waterfront in Cape Town (the largest site within RS, with 
388 employees as at February 2012). Employees at this site belong to two trade unions, 
DUSWO and SATAWU, with the former being the majority only at the V&A waterfront.         
 The CF meetings are minuted by a nominated secretary and a copy of the minutes gets 
sent to Head Office for the attention of the national CF. All CF meetings have an 
agenda with standard items for discussion, but parties are welcome to include site-and 
or region-specific issues as additions.    
According to Blyton & Turnbull (2004, p 263) this type of participation is generally 
regarded as more of a democratic initiative as opposed to material participation 
(financial participation). 
2.10.2 Performance based incentives  
Also referred to as incentive bonuses, the administration of performance based 
incentives within RS is based on the incentive policy of 2009 as amended in March 
2010. Although the policy covers other financial participation schemes within RS, the 
focus at this point would be, on the performance based bonuses which only apply to 
operations manager level and above (middle managers). The bonuses are paid out at 
the beginning of each financial year (either July or August) and are purely based on 
each employee`s performance during the previous year together with the performance 
of the business against its budgets and other performance indicators as per the financial 
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year end performance review. Maximum payable is 15% of one’s annual total cost to 
company per employee and the payable amount maybe zero, depending on the 
performance review scores (RoyalServe Incentive Policy, 2010). The results of the 
reviews, together with the performance of the business are used to pay performance-
based incentives and in the annual review of salaries.  
2.10.3 Performance appraisals  
This is a two-way and at times a three tier process, where each employee, at the end of 
each financial year, participates in reviewing his/her own performance together with 
his/her line manager. For business partner units, commonly referred to as support 
service units, input is required from the operations business units supported. The 
employee is usually given a set of targets at the beginning of each year and is required 
to sign what is referred to as a performance contract with clear outputs, scores per 
output and time lines. At the end of the year, the employee is requested to score 
him/herself before discussing proposed scores with the direct line manager. The line 
manager has the final say in terms of the final score allocated to the employee, with 
motivation and evidence submitted in support of the score, which is then submitted to 
Executive Committee (EXCO) for final approval. Once moderated and concluded, the 
results are discussed with the individual employee by the direct line manager, giving 
clear feedback, implications of results and the way forward. During the performance 
review period, the appraised incumbent gets to formally discuss any challenges faced 
during the previous year and is given suggestions on how to deal with these challenges 
by his/her line manager.                  
2.10.4 Bargaining council for the contract cleaning industry provident fund 
participation (KZN) 
This fund is only applicable to the cleaners in the area covered by the KZN bargaining 
council and is administered by NBC. The purpose of the fund is to provide members 
with financial benefits when they retire for whatever reason and/or their dependents 
should they die (RoyalServe administration guide for BCCCI provident fund).  
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RS does not have a representative trade union and, as a result, relies on two industry - 
centralised bargaining structures, namely, the national contract cleaning industry 
sectoral bargaining council and the regional (KZN only) contract cleaning industry 
bargaining council. Employees are represented by different unions in both structures 
and these include: SATAWU and NAGEWU for KZN and SATAWU, PTAWU, SANSOF, 
NASAWU, NEUHRCCHAW, DUSWO, SACSAAWU and HOTELLICA for other regions 
excluding from KZN. Employers are represented by the NCCA (employer organisation).  
In terms of collective agreements that have been in place for quite a while now and 
which are amended from time to time, all cleaners are required to be members of a 
pension fund administered by NBC. In terms of NBC fund rules, a board of trustees with 
two (2) employer trustees, six (6) member (employee) trustees and three (3) 
independent trustees shall be responsible for the fund administration and other related 
functions. Due to the existence of two different CB structures, KZN has its own board of 
trustees wherein employees are represented by the same trade unions that represent 
their interests during CB. Some of the functions of the board of trustees as outlined in 
the NBC administration guide for the provident fund and as read with the financial 
services board rules include: 
• Disposal of death benefits 
• Management of the fund in terms of the relevant legislation and rules 
• Education of employees on fund benefits 
• Appointment of various service providers: auditors, administrators, investment 
managers and actuaries  
• Protection of the member`s(employees) interests 
According to Blyton & Turnbull (2004, p 263), the above type of participation is more 
about material gain than about being democratic, as employees benefit in material 
terms. Anstey (1997, p 4), proposed that any form of participation wherein employees 
are represented by fellow workers or a trade union, is regarded as indirect participation, 
therefore, pension fund participation is another example of indirect participation.                
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2.10.5 Health &Safety committees 
Referred to as statutory by Beaumont, (1990, p 228), and beyond CB type of 
participation, health and safety participation is another common form of an indirect 
participation model within RS. Guided by the OHS Act of 1993, and as read with the RS 
Health and Safety policy, all sites with a minimum of 20 employees are required to have 
at least one H&S representative per every 20 employees, nominated by fellow 
employees and appointed by the Chief Executive Officer in terms of section 16 of the 
Act. Health & Safety representatives partner management in dealing with H&S issues in 
their respective sites/workplaces and obtain their terms of reference from the 
Occupational Health and Safety Act, which includes, but is not limited to: 
• Inspecting and identifying any safety hazards within workplaces  
• Recommending corrective action to management on identified Health and Safety 
hazards 
• Educating fellow employees on Health and Safety issues and practices 
• Partnering with management to deal with safety issues and practices 
• Ensuring that fellow employees comply with all Health and Safety requirements    
All nominated representatives, for purposes of this role, are equipped with the required 
SETA (sector education and training authority) accredited training by RS. This training is 
also extended to site managers charged with the same roles. 
2.10.6 Collective bargaining  
As suggested by Anstey (1997, p 293) and as supported by Bendix (2010), CB remains 
South Africa`s most preferred and common form of participation and is found at all 
levels, i.e. nationally, per sector, per region and workplace or at the different plant 
levels. Bean (1985, p 158), suggested that some writers and researchers have 
proposed that collective bargaining at national and sectoral level is not a form of 
participation as employees do not have any direct influence on decisions affecting their 
workplaces or plants. According to this proposition, CB may be regarded as a form of 
participation only when it is at the level of the workplace or plant, either with workers 
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directly or through trade unions. The researcher considers that this view misses the 
point as trade unions are always representing interests and rights of employees in their 
dealings with employers at any level; therefore, CB is a form of participation. As 
highlighted earlier, RS operates in the contract cleaning sector and has two main 
bargaining structures at national sector level, one for the KZN region and one for the 
rest of the country.   
Due to the nature of the contract cleaning business, it is virtually impossible for any 
trade union to have majority representation (51%) within a business of RS’s size. This is 
purely because of the number of sites and the fact that these change from time to time 
as contracts with clients terminate or are gained (in other words, the contract cleaning 
business is very mobile or is migrant). Because of this, RS only offers stop order 
facilities to any union regardless of its scope and joined by its employees and nothing 
more. This strategy has tended to contribute to slow down growth of the majority unions 
as the competition has become tough and small unions tend to offer lower 
subscriptions. Below is a summary of all unions granted stop order facilities as at 
February 2012, even though they are not majority or even sufficiently represented. 
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Table 2.1 
Summary of union density within RS as at February 2012 
 Union No of members Representation 
1 DUSWO 359 3,2% 
2 SATAWU 289 2,6% 
3 UPSWU 211 1,9% 
4 PTWU 182 1,7% 
5 NEHAWU 85 0,7% 
6 SACSAWU 70 0,6% 
7 NASAWU 68 0,6% 
8 HOTELICCA 58 0,5% 
9 NUPSAW 43 0,4% 
10 SACCAWU 40 0,4% 
11 NAGEWU 35 0,3% 
12 WEPU 32 0,3% 
13 LAWUSA 20 0,2% 
14 NUM 18 0,2% 
15 FGWU 18 0,2% 
16 HSPERSA 9 0,08% 
17 CUSA 8 0,07% 
18 UCIMESH 2 0,02% 
TOTALS  1547 14% 
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The numbers depicted above in Table 2.1 are based on February 2012 statistics and 
membership was calculated using a total average of 11000 employees across South 
Africa as at the same date.  
 
Based on the figures shown in table 2.1above, RS had a total of 18 unions across an 
average of 800 contracts or sites across South Africa; combined, this translates to 14% 
union representation, a number not even close enough to sufficient representation as 
required by legislation (30%). Despite such poor levels of union organisation, in an effort 
to democratize its workplace, RS grants and continues to grant, stop order facilities to 
any union joined by any of its employees. The strategy has further been used by RS to 
weaken union powers.         
 
KZN is the only region with a bargaining council and conducts its own CB at industry 
level, with employers represented by the NCCA and employees by SATAWU and 
NAGEWU. In other regions, SATAWU, combined with other 7 smaller unions, represent 
employees during CB at sectoral level in terms of section 44 of the LRA 66 of 1995. Of 
the 18 unions with members within RS, only seven (7) participate in collective 
bargaining processes at national levels. RS, acting with other businesses in the same 
sector, is represented during the negotiations by the NCCA. Given the levels of 
representation, one may conclude that representation of RS employees at national 
sector level is close to non-existent. Low levels of representation apply to the KZN 
BCCCI bargaining structure, with only two unions with less than 5% representation. It is 
the researcher’s conclusion that sector CB is not participative enough in the true sense 
of employee participation in this regard, as virtually no consultation takes place during 
CB between unions and their members. Unions tend confine consultations and 
feedback with employees or members from big organisations, leaving out minorities and 
allowing the majority rule principle to take over.  
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2.10.7 Shop stewards 
Due to the lack of full or sufficient trade union representation, RS has no formal 
recognition agreements at workplace or plant levels with any of the unions directly, 
except through the NCCA at national and regional (KZN) level. This tends to affect shop 
stewards nominated to represent fellow employees, as RS may choose not to recognise 
nominated shop stewards. The practice however has been to grant limited shop steward 
rights for union business, for example, six unpaid shop steward leave days annually. 
The one big challenge faced by most, if not all shop stewards, is non-participation 
during the CB process at both bargaining levels. This has led to an outcry by the 
majority of employees that unions do not represent their interests fully during these 
processes. Employees rely on feedback from union organisers on issues of CB. Shop 
stewards, in many instances, have seen themselves participating in disciplinary, 
grievance hearings and other plant level issues 
Despite low union membership levels, shop stewards are nominated by fellow 
employees in sites with union presence. RS management also utilise appointed shop 
stewards for communication, information sharing and in conjunction with consultative 
representatives. Some employees decided to make use of shop stewards instead of 
nominating different individuals to participate in the consultative forums    
2.10.8 Culture surveys 
Also referred to as climate surveys. RS introduced what Anstey(1990, p 293), referred 
to as workplace surveys in August 2010 and this was the first ever recorded national 
climate survey  in the history of RS, covering the following areas and issues (RS culture 
survey, 2010): 
• Internal recruitment challenges 
• Remuneration concerns and perceptions 
• Task distribution issues 
• Job grading issues 
• Role clarity 
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• Remuneration issues 
• Employee development  
• Leadership styles 
• Staff turnover  
• Various other issues related to employment practices and relations 
The survey, to a certain extent, confirmed RS’s fears or shortcomings and also 
highlighted its areas of strength in most practices. For example, 92.5% of the 
participants confirmed a clear understanding of the company`s disciplinary code; 60.7% 
believed that RS’s staff retention strategy is not good enough as compared with the rest 
of the market; 75.7% confirmed that RS, as an organization, has no sense of unity; 72% 
felt that staff morale is low. Results from the survey were then used to formulate a 
number of strategic initiatives to address the highlighted gaps - obviously only after 
undertaking further investigation and verification. Examples of initiatives that were 
developed in response to the survey included succession plans, personal development 
plans, development of role profiles and employment equity strategies. 
Following the first ever workplace survey within RS, the plan was to conduct these 
surveys annually to measure progress in terms of areas raised in the previous surveys. 
Unfortunately, none was conducted in 2011, and so far, none has been administered 
during 2012.  It goes without saying that in a survey like this one, some of the issues 
raised by participants would be irrelevant, but the majority would be genuine concerns 
and or suggestions. Some of the strategies mentioned above were already in motion at 
the time of the survey and hence results confirmed that management and employees 
were on the same wave length on certain key and strategic issues.  
The survey was conducted anonymously and was completed electronically, with every 
employee free to participate and to do so voluntarily. According to Anstey (1997), this 
type of participation is direct in nature.  
The major weakness of the RS climate survey 2012 was its failure to reach all 
employment levels, the majority of RS employees are cleaners who have no access to 
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computers and yet the survey was electronic. Therefore only reaching employees with 
RS emails and access to computers.  
2.10.9 Corporate Social Investment (CSI) 
This type of participation falls under what Anstey (1997, p 3) and Salamon (1992), 
referred to “social policy bargaining” or “socialist control”. In a CSI strategy developed in 
August 2010, RS committed to making a positive impact in communities where its 
employees live, in partnership with the respective benefiting communities and 
employees. According to the strategy, three committee levels were established for 
purposes of CSI: 
• Site based consultative forums 
• Regional CSI committee 
• National CSI committee 
Site based CFs are also responsible for driving the CSI initiatives, reporting to the 
regional CSI committees, and the latter reporting to the national CSI committee.   
These committees have up to 50% employee and employer representation, their terms 
of reference are drawn from RS’s CSI strategy and include (RS CSI strategy, 2010): 
• Giving back to the disadvantaged communities 
• Enhancing RS’s image and reputation, internally and externally 
• Partnering with its employees in community development 
• Partnering with Government in uplifting disadvantaged communities 
 
 
 
 
 
 
 
 
 
 
52 
 
Level of  
participation           Social participation: CSI committees& CFs  
        
              
        
        
       
   (Power-centred) 
         Sector collective bargaining: KZN & national 
 
           Joint consultations: H&S committees, consultative forums,     
  (Task-   First aiders, performance appraisals and peer educators.  
  Centred) 
       Culture surveys & financial participation 
  
 
Direct participation      Indirect participation 
Figure 2.2: RS employee participation forms and levels (adopted from Salamon, 
1992, p 347)            
2.11 Challenges to employee participation within RS  
Some of the challenges faced by parties from both management and employees within 
RS include: 
• Lack of full participation -a classic example being the August 2010 culture survey 
which only saw a total of 194 employees out of +/- 12 000 employees 
participating in the survey 
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• Lack of continuity within the business - 90% of RS employees are engaged on 
limited duration contracts, hence employees view themselves as temporary 
workers with no long term or permanent future with RS. 
• Levels of education –the majority of RS employees are cleaners who are either 
semi-literate or completely illiterate.  
• Low levels of trade union representation and a lack of sufficient union 
representation  
• Geographic nature of RS business, staff compliment in some sites range 
between 1  and 400 employees, small and big respectively  
2.12 Challenges to employee participation in South Africa 
According to Bendix (2010, p 722) and Klerck (1999, p 8), one of the biggest obstacles 
that is hampering employee participation in South Africa today is the deep rooted 
mistrust between management and employees, between white and non-white 
employees, created by the discriminatory past laws and practices. These challenges are 
likely to be around for some time to come. Commenting on the need for trust as one of 
the conditions for employee participation, Rogers and Streeck (1994, p 106) and Shea 
(1984, p 45), suggest that for participation to work and to achieve full industrial 
democracy, employees must trust that managers would not leave them out when it 
comes to sharing the benefits of their efforts and managers must trust employees to be 
responsible, accountable and to take ownership of their work. At strategic and or policy 
formulation level, South Africa’s participation is guided by COSATU at NEDLAC level, 
with the former clearly voicing concerns about workplace level participation during the 
amendment of the Labour Relations Act of 1995. WPFs would remain dormant for some 
time to come, if not for ever. COSATU clearly prefers indirect participation at sector and 
national level, fearing that WPFs may weaken trade union influence and power. 
Commenting on COSATU’s position on its reluctance to push for WPFs, Klerck (1999, p 
16) and Bendix, (2010, p 723), proposed that unions fear that if they are to become part 
of management at plant level in decision making, their power to challenge management 
decisions would  be eroded as they would have to identify with and defend such 
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decisions. This position may further be interpreted to mean that unions would become 
part of management and hence would be required to represent both the employees and 
the employers when it comes to defending management decisions. To a limited extent, 
this proposition carries some weight as unions are meant to provide checks on 
management power structures at all times and once they become party to the decision 
making process, their role may be compromised. One may counter argue and suggest 
that becoming party to the decision making process allows the required check prior to 
decisions being made and or implemented (researcher`s opinion).    
According to Bendix, (2010, p 721) employers fear delayed decision making and 
possible abuse of information by employees and trade unions.  Some employers have 
however initiated formation of workplace forums for consultation and information sharing 
purposes, e.g. shares offered to employees by Nedbank, Telkom, Kumba, Life 
healthcare group and RS. In the absence of a majority union requesting formation of 
workplace forums within a workplace, these forums formed by employers are usually 
viewed as toothless and merely rubber stamping institutions. The rift between small and 
big trade unions is one of the challenges faced by parties in realising full participation in 
South Africa. Small unions prefer to operate at workplace levels and are pushing for 
decentralised participation, yet big ones prefer centralised participation and mainly in 
the form of collective bargaining. Further advanced and related to this point is the fact 
that trade unions fear that workplace forums would conflict with shop steward 
committees at workplace level, this may be true in instances where workplace forums 
are initiated by the employer. An example on this point would be CFs introduced by 
RoyalServe Cleaning Services in 2009, some trade unions have been skeptical about 
these forums, other trade unions went as far as encouraging their members not to 
participate, yet in some cases, employees refused to elect representatives, instead 
insisted on being represented by the same trade union shop stewards. Some 
employees elected shop stewards to sit in these consultative forums, as they did not 
want to have too many representatives, regardless of forum or level.  An example in 
point will the V & A Waterfront in Cape Town, employees completely refused to 
participate in the consultative forums, instead preferred to utilise shop stewards 
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nominated under DUSWO and SATAWU. At the Wild Coast Sun Hotel in the Eastern 
Cape, employees nominated shop stewards to represent them in consultative forums as 
well.     
Both Bendix (2010, p 723) and Klerck, (1999) agreed that South African trade unions 
still face a dilemma of failing to distinguish between collective bargaining and 
participation, the two scholars argued the two are different and must not be confused. 
This confusion has hampered the development of work place forums in South Africa. If 
one looks at Germany`s co-determination, a clear distinction exist between the two, 
works councils do not interfere with collective agreements, instead they ensure that 
parties comply with these. Matters addressed through collective agreements are out of 
bounds for works councils. 
One very key factor to be considered always is that participation is a form of a 
relationship and no legislation may force a relationship, such must always be voluntary 
and not forced upon parties. Therefore, South African parties to employee participation 
need to voluntarily trust each other and move away from history and aiming to settle old 
scores (Bendix, 2010, p 723).                
2.13 Factors influencing employee participation 
As discussed in different sections in this chapter, different factors influence and or give 
direction to employee participation at different; times, countries, economic sectors, 
regions, companies and many others. According to the following scholars and 
researchers, these are some of the common factors that influence employee 
participation within organisations: 
• Rossouw, (2005, p 4); Anstey, (1997, p 7) and Bendix, (2010, p 720 and 722): 
Political events, history, trade union movements and related factors 
• Klerck, (1999, p 8); De Villers and Kooy, (2004, p 26 and Wilknson, Bacon, 
Redman and Snell, (2010, p 249): Business needs, goals, objectives, strategies, 
values, culture and policies. 
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• Bendix, (2010, p 723) and Report of the Commission to investigate the 
development of a comprehensive labour market policy, (1999, p. 191): Economic 
reasons or production related factors 
• Beaument, (1990, p 79); Poole, (1986, p 77) and Klerck, (1999, p 1 and 13): 
Legislation 
• Bendix, (2010, p 709) and Salamon, (2000, p 373) : Legislation, union 
involvement, ideology, historical backgrounds, power relations, technological 
factors, organizational culture, education levels   
• Wilkinson, Bacon, Redman and Snell, (2010): Organisation size, complexity, 
strategy, workforce profile and participation climate 
2.14 Conclusion 
The concept of employee participation, despite challenges faced and differing opinions 
by academics, trade unions, law makers, employers and employees shall remain central 
to any labour relations system, South Africa included. With a move towards democracy 
in most sectors of society and a growing need to gain competitive advantage through 
human capital initiatives by business, employee participation remains central in 
industrial democracy and recognising employees as strategic partners within 
workplaces. Participation is as dynamic as labour relations systems and this chapter 
attempted to unpack some elements and factors that shape employee participation 
models. Despite criticism and challenges faced by various participation models, the 
overall consensus is that participation is beneficial to all parties, i.e. employees, 
employers and trade unions and should be made to work at all costs.  
The following chapter will discuss the research methodology used in the study. 
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3.1 Introduction 
According to Blaikie, (2010, p 12) and Sekaran, (2003, p 117) a research design is a 
working document developed by the researcher explaining how the research will be 
conducted and justification of choices made by the researcher. It further explains why 
the research is designed the way it is designed, motives of the researcher, questions to 
be used during the research, assumptions made if any, hypothesis to be tested, 
sampling methods and validity of testing tools and methods. This chapter aims at 
explaining how and why the researcher made certain choices, what choices were made 
by the researcher and purpose of the research.  
Put differently, this chapter will explain research methodology or methods used in this 
research, how the research was conducted. According to Blaikie, (2010, p 13) a 
research design is closely related to a research proposal, however, a design may be 
regarded as more of a guide used by the researcher or an explanation on how the 
researcher went about the research and should be a constant guide throughout the 
research. Mouton, (2011, p 55) referred to a research design as a blueprint or plan 
explaining how the researcher will conduct the research. 
Some of the questions addressed by a research design include: 
What is the problem? 
What result is desired? 
How will the research be conducted? 
3.2 Research method 
The methods used in any research depend on the type of problem, whether the 
research will be quantitative or qualitative, sampling methods to be used, nature of 
questions. According to Mouton, (2011, p 56) a research method refers to processes, 
procedures and tools that will be used in conducting a research or investigating the 
problem. Summing up and submitting the same argument, Blaikie, (2010, p 8) proposed 
59 
 
that a research method refers to sampling, data collection, analysis and reporting by the 
researcher.  
The purpose of this research was to investigate whether size, structure or complexity of 
an organization influences employee participation models within Royalserve Cleaning 
and challenges faced in rolling these initiatives out. Further gathered in the research 
was the general understanding of parties involved in these participation methods and 
value add to the business and employees. One of the key drivers of introducing 
participation within businesses is to improve a company`s employee value proposition 
and this research was to test this hypothesis within RS, based on perceptions from 
employees  
3.3 Qualitative and Quantitative research 
According to Saunders, Lewis &Thornhill, (2000, p 381) qualitative research is based on 
words and descriptions of issues and understanding, while quantitative explains issues 
using numbers, diagrams and statistics. Further proposed by the three scholars is that 
qualitative research allows more in depth  investigation into a problem, compared to 
quantitative research, which only allows use of numbers to explain the problem. As 
Denscombe, (1998, p 267) suggested, both types of research strategies have their own 
pros and cons, and produces either qualitative data that requires qualitative analysis or 
interpretation or quantitative data that would require a quantitative analysis. In social 
research, according to Blaikie,( 2010, p 199) all social research starts as qualitative and 
end up being quantitative and the recommendation is the use of both research types so 
as to reduce or eliminate the shortcomings of one another. 
The researcher in this research project used a combination of both types of research as 
it is virtually impossible to only have research that strictly speaking will refer to no 
numbers at all and or to no words at all. According to Gomm, (2004, p 7) research may 
predominantly be quantitative but will have limited use of words and vice versa. For 
example, a researcher observing behavior of an individual under certain conditions will 
need to use  numbers to illustrate number of times behavior was repeated, how many 
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hours, minutes, days and a researcher counting the number of vehicles in a shopping 
mall may need to describe the results using words as well. According to Silverman, 
(2006) some issues may be described using words or numbers alone. 
3.4 Data collection 
Various methods and techniques may be used to gather data for purposes of analysing 
in order to answer the research question, testing hypothesis and for analysis. This 
process may either break or make the research, as data collected form the basis of the 
research report as argued by Sekaran, (2003. p 219) and Blaikie, (2010, p 24). 
Sekaran, (2003, p 219) and Coldwell and Herbst, (2004, p 48) proposed that there is 
generally two main sources of data in any research; i.e. primary and secondary sources, 
the former referring to data gathered by the researcher from the subject area via 
interviews, observation, questionnaires, focus groups and secondary referring to data 
obtained from past literature and research such as company records, past research 
work, archives and articles.    
Blaikie, (2010, p 24) further proposed that before the process of collecting data begins, 
the researcher has to decide which method is suitable in that specific research, no one 
method of data collection is best. The type of research would normally influence the 
choice of method, other factors influencing the method of data collection include the 
population size, type of group researched, time availability and costs involved.  For 
example, in this research, the researcher had initially decided to only distribute 
questionnaires for participants to complete on their own, but realized during the process 
of distributing forms that some selected participants were unable to read or write. Hence 
the interview method had to be used for those who were illiterate. According to Babbie, 
(2010, p 254), questionnaire and interviews are the best and most common forms of 
data collection used today and these are suitable for surveys in social research.   
For purposes of this research, the method of data collection used was a self-
administered questionnaire and interviews for those participants who were unable to 
read and write, for the simple reason that these are easy to administer, it was 
61 
 
impossible to reach to every Royalserve employee. As Sekaran, (2003, p 251) argued, 
self-administered questionnaires allow participants to freely express themselves and at 
their own pace, wide coverage of an area (nationally in this research). 
3.5 Measurement  
According to Saunders, Lewis & Thornhill, (1997, p 203) and Coldwell & Herbst, (2004, 
p 66), the instrument used in measuring data collected is as key as the method used in 
collecting such. No matter how good and relevant the data collected is, if the 
measurement is inaccurate and invalid, this would render the research inaccurate too. 
Sekaran, (2003, p 214) argued that the type of measuring instrument to be used 
depends on the type of research carried out. Common measures may include sets of 
terms and phrases like yes/no/not sure, disagree/strongly disagree/ agree/strongly 
agree, true/false, satisfied/very satisfied/not satisfied/very dissatisfied. Such measures 
allow the research to measure how many out of the participants share the same view 
about the questions. 
According to Mouton, (2011, p 100), measurement instruments vary from science to 
science and in human sciences, such instruments include questionnaires, interviews 
and observation schedules. Such instruments may be designed by the researcher and 
some research makes use of already existing instruments, but must always be tested 
for reliability, relevance and validity before use.   
In this research project, since the research is both qualitative and quantitative, 
measurement of data involved choosing from a set of answers per every question, i.e: 
• Agree  
• Strongly agree 
• Neutral 
• Disagree 
• Strongly disagree  
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3.6 Validity 
According to Denscombe, (1998, p 186) simply put, validity of an instrument refers to 
how truthful is the instrument in terms of measuring what the researcher intends to 
measure. For example, how do you know that a participant answered the questions 
truthfully? Information submitted must be corroborated by other participants and 
sources. It is a lot tougher when the interview concerned opinions, feelings and 
emotions, the researcher will have to rely on what is said and submitted by selected 
subjects. 
As proposed by Saunders, Lewis & Thornhill, (2000, p 101) validity may be summarised 
as asking questions such as, are the findings a true reflection of what the situation is?, 
how credible were participants in their participation? Babbie, (2010, p 153) and 
Sekaran, (2003, p 206) suggested four different forms of validity: content validity, 
construct validity, face validity and criterion-related validity. Certain validity tests may be 
applied to improve validity of instruments used by a researcher and these include: 
content validity may be improved by having as many items/questions as is possible to 
avoid leaving out certain aspects of the research, face validity may be improved through 
use of experts to test whether the instruments used are valid and acceptable and 
construct validity may be tested against theories related to the subject. 
In this research, experts in the field of research were used to validate the questionnaire 
and also a small pilot within RS was carried out prior to the research in order to test the 
instrument designed by the researcher to ensure validity.    
3.7 Reliability 
Saunders, Lewis & Thornhill, (2000, p 100) submitted that reliability attempts to answer 
whether the same results would be achieved if the same instrument or measure is used 
over the same subject at different times or the same instrument administered on the 
same subjects by a different researcher at different times. Common mistakes that lead 
to different results from the same instruments as suggested by Denscombe, (1998, p 
274) include interviewing at different times of the year, day, week, month and to 
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overcome this, the researcher needs to be consistent with timing. Protecting identity of 
participants helps to avoid victimisation, as individuals are bound not say how they feel 
if their identity is made public, especially within businesses. Therefore, in this research, 
participants were not required to reveal their identity whatsoever and a pilot study was 
conducted prior to the actual research. 
Another key element of instrument reliability is the fact that the chosen sample must be 
a true reflection of the entire population. In this research, only RS employees were 
allowed to participate. 
3.8 Questionnaire 
RS has nine (9) different employee participation models or structures and therefore 
each one of them were evaluated in terms of simple and direct questions to participants. 
Participants were requested to indicate per question whether they agreed, strongly 
agreed, disagreed, strongly disagreed or were neutral. The questions were meant to 
test availability of employee participation initiatives per site, understanding of such, 
perceptions and whether participants had an active role to play in any of the 
participation initiatives. For example, was the participant a shop steward and or a health 
and safety representative, where participants aware of existence participation initiatives 
at their site.    The questionnaire structure was developed based on examples borrowed 
from Sekaran, (2003, p 210) and Saunders, Lewis & Thornhill, (2000, p 286). A total set 
of eighteen (18) questions were developed, covering the majority of the nine 
participation areas within RS. The main focus of the questions was to establish the 
following with reference to employee participation: 
• Availability of any employee participation within a selected site or branch  
• Knowledge and understanding by selected employees within RS participation 
initiatives 
• Any role played by the selected employee in participation initiatives, e.g. health 
and safety representatives, participation in culture surveys and financial 
participation. 
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As indicated earlier, some selected participants were unable to read or write, hence the 
researcher had to interview them and record their responses using the same 
questionnaire.  
The questionnaires aimed at firstly identifying whether employee representatives were 
nominated by fellow workers, secondly whether they really do participate in 
management engagement, thirdly the value of participation models, fourthly, 
relationship of various models with others and lastly the top part of the questionnaire 
dealt with personal details of the participant, but without them revealing full identity.   
A dichotomous scale adopted from Sekaran, (2003, p 197) was used in designing the 
questions, i.e. soliciting straight one word answers almost equivalent to yes or no. The 
main reason for choosing this scaling type is its simplicity and the perceived literacy 
levels of the majority of potential participants (Cleaners).  
Babbie, (2010) proposed that closed ended questions are preferred in social research 
as there are easy to administer, are specific and hence these were used in this 
research.               
Appendix A is a sample of the questionnaire used in this research     
3.9 Cover letter 
According to Saunders, Lewis & Thornhill, (2000, p 303) self-administered 
questionnaires must be accompanied by a covering letter introducing the questionnaire 
and most respondents would use the cover letter to decide whether to participate in the 
survey or not. Further highlighted by Saunders, Lewis & Thornhill, (2000) are some key 
aspects of a covering letter, which must be no longer than one page, include: 
• Name and contact details for the researcher 
• Reason for the research 
• Why the respondent is useful 
• How long the questionnaire will take to complete 
• Commitment to confidentiality and anonymity 
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• Whom to contact for queries 
• Words of appreciation and thanking the respondent 
Appendix B in this research shows the covering letter distributed with all questionnaires.  
 
3.10 Pilot Study 
Defined by Saunders, Lewis & Thornhill, (2000, p. 306) as a process of testing the 
validity and reliability of a questionnaire, this process is a must for any successful 
research. According to Mouton, (2011, p. 103) one of the most common errors in 
research design is failure to pre-test questionnaires, piloting allows refining of the study 
and overcome errors the researcher may have omitted. Summing the importance of a 
pilot study, Bell, (1999, p. 128) further suggested that regardless of time or cost 
constraints, this stage of a research is as key and must never be left out. According to 
Bell, (1999); Saunders, Lewis and Thornhill, (2000) and Mouton,( 2011) the following 
may be summed up as some of the reasons and elements of a pilot study: 
• Test validity and reliability of questionnaire 
• Likely reliability of data 
• Eliminate errors 
• Gives the researcher an indication of whether the research will succeed or not 
• The number and size of trial runs depend on time, resources, size of research 
and type of questions the researcher has to analyse results of the pilot to ensure 
understanding for the questions and possibly engage with participants to find out 
their opinions. 
• Pilot studies further assist to find out how long it will take to complete the 
questionnaire             
The researcher in this study conducted a pretest or pilot study with a sample of 10 
participants randomly chosen from RS GP. 
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3.11 Sample design and sampling methods 
According to van Rensburg, Alpaslan, du Plooy, Gelderblom, van Eeden & Wigston, 
(2010, p 149) if one intends to find out opinions and perceptions about a certain group, 
ideally the entire group must be interviewed, but this is not always practical for various 
reasons and as a result, researchers resort to sampling certain individuals to represent 
the group. In defining sampling, Blaikie, (2010, p 172) suggested that it is a process of 
selecting members or units from a population which may be used to represent the 
population in terms of opinions, beliefs, understanding and challenges.  Blaikie, (2010, p 
172),   van Rensburg, Alpaslan, du Plooy, Gelderblom, van Eeden & Wigston, (2010, p 
149) and Sekaran, (2003, p 267) all agreed on the reasons for sampling which may be 
summarised as: 
• It is practically impossible to reach all elements or individuals in a population(in 
this research about 12 000 RS employees) 
• Sampling is time and cost effective as opposed to analysing the entire population 
• If conducted correctly and accurately, sampling may result in more accurate 
results than studying the entire population 
• Data analysis from a sample is more thorough than that of the entire population 
• To simplify the research 
According to Sekaran, (2003, p 173) and Saunders, Lewis and Thornhill, (2000, p 152) 
two common broad groups of sampling techniques exist and are commonly used in 
social science research, these are: probability or representative sampling and non- 
probability sampling. The two techniques may further be split as: 
• Probability sampling: simple random, stratified random, systematic & cluster 
sampling 
• Non- probability sampling: quota, purposive, snowballing, convenience & self- 
selection sampling  
According to Sekarana, (2003, p 173) the sample technique used in a research 
depends largely on the type of research, cost of the research, information, population 
size and complexity. 
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Saunders, Lewis and Thornhill, (2000, p 152) maintained that the probability sampling 
method gives every element or individual in a population a chance to be selected to 
participate in a research. One can even specify the probability of elements to be chosen  
and yet in non- probable sampling methods, the probability of elements is unknown, the 
sampling method is somehow subjective and is commonly used in research such as 
market research and pilot studies where one is testing instruments prior to the actual 
research.  
 
For purposes of this research, the population constituted all 12000 employees at RS  
and a probability sampling technique was used. Given the nature of business and 
number of employees within RS, it was difficult to develop a specific probability method, 
however the researcher divided the company into two geographic regions: Inland 
(Gauteng, North West, Limpopo, Mpumalanga and Free State provinces) and Coastal 
(Eastern Cape, Northern Cape, Western Cape and KwaZulu Natal). Top and bottom five 
sites from each region were selected to participate in the survey, meaning that each 
region had a total of 10 sites or branches participating, giving a total of 20 sites 
participating nationally. For purposes of this research size of a site was based on 
number of employees in each site, the challenge with this measure though, was that all 
small sites therefore would be ones with one cleaner or employee and to avoid this, the 
researcher then used his discretion to allow sites with a maximum of five cleaners or 
employees to be classified as small. This meant that small sites therefore had a total 
staff compliment of between 0 – 5 employees. From the selected sites, a list of 
employee numbers was then obtained for each site and participants were then chosen 
randomly using their employee numbers. The target was to achieve a total of 1% of total 
employees from each region (70 participants from Inland region and 50 participants 
from the coastal region), giving a total of about 120 participants across the company, 
translating to 1% of total RS staff compliment. 50% of the chosen participants came 
from small sites and the other 50% from big sites, for example, 25 participants were 
selected from small sites from the coastal region and the other 25 from big sites.  
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3.12 Sample size 
The next challenge faced by the researcher was choosing the correct sample size from 
a total of 20 sites as explained above. According to Saunders, Lewis and Thornhill, 
(2000, p 155) and van Rensburg, Alpaslan, du Plooy, Gelderblom, van Eeden & 
Wigston, (2010, p 164), there is no best way of selecting a sample size, instead they 
recommend that the researcher makes a decision based on a number of factors about 
the research and population, including: 
• Size of the population 
• Design of the research 
• Type of sample used 
• Type of population (homogenous or heterogonous) 
• Costs involved 
• Time constraints 
• Accuracy required 
• Nature of research – qualitative research usually require smaller samples 
compared to quantitative 
 Given the homogeneity of the population in this survey, the researcher was targeting 
two groups or levels of employees: salaried employees and wages employees. 
According to van Rensburg, Alpaslan, du Plooy, Gelderblom, van Eeden & Wigston, 
(2010, p 156) simple random sampling technique is the most basic probable method 
and presents all elements with an equal chance of being nominated.  
 
The researcher in this survey used simple random selection technique, meaning that all 
employees from the selected groups had an equal chance of being selected, i.e. 
Cleaners, employee representative and salaried employees.  
 
3.13 Questionnaire administration      
The questionnaires were self-administered, the researcher either handed them directly 
to selected participants or solicited the help of relevant line managers for selected sites 
to distribute the questionnaires and also collect.  To ensure a high participation rate, in 
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the event that a selected participant did not return the completed questionnaire within 
14 days, a replacement participant from the same site was chosen. In some situations, 
the researcher had to interview selected participants as some were unable to read or 
write. 
 
3.14 Data analysis 
As both Sekaran, (2003, p 46) and Blaikie, (2010, p 209) suggested that various forms 
of presenting research data exist and these include, charts, frequencies, percentages, 
ranks, descriptive, explanatory, factor analysis,  inferential analysis, graphs and tables.  
This research made use of both qualitative and quantitative data analysis methods. 
 
3.15 Possible sources of error 
According to Saunders, Lewis and Thornhill, (2000, p 337) errors will always happen in 
research and it is vital for researchers to be wary of possible sources of these errors in  
order to minimize and eliminate if possible. Common errors include data entry, coding, 
failure to track down all distributed questionnaires and misinterpretation. The researcher 
throughout the survey was on the lookout for these common errors. As suggested by 
Bless & Higson-Smith, (2004, p 122) respondents may also have answered questions in 
a manner they perceived would please the researcher, in fear of victimization and or to 
respond negatively in order to present a negative scenario in terms of employee 
participation or involvement. Unfortunately, this type of error is difficult to detect unless if 
results become suspiciously identical or different.  
 
Some of the questionnaires were distributed by line managers without the researcher 
interacting with participants directly; this may have deprived such participants an 
opportunity to ask questions that were asked by those interacted with directly. Or worse 
still, the line manager may have explained the reason for survey according to his or her 
own understanding and or participants felt intimidated by their line managers as 
participation was limited to a small number of employees per site. To deal with this 
challenge, the researcher requested participants to submit the completed 
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questionnaires directly to him in the event they felt uncomfortable submitting through 
their line managers. The cover letter that accompanied the questionnaires clearly 
explained these options and reasons thereof.   
 
The participants were chosen through their employee numbers by the researcher and 
hence no bias as some participants were unknown to the researcher. 
 
3.16 Conclusion 
This chapter provided a brief analysis of how the research was conducted, how 
participants were selected, the questionnaires were distributed and collected. Potential 
fears, errors, mistakes were also addressed and how these were mitigated.    
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CHAPTER 4 
 
ANALYSIS OF EVIDENCE AND DATA INTERPRETATION  
4.1 Introduction  
The main focus of this chapter is to analyse and interpret results of the survey. 
The purpose of the research was to test the validity of opinions and perceptions 
that RS employee participation is influenced by structural issues, particularly 
branch or site size. Employees, trade unions and some managers within RS 
have argued that small sites are less involved in employee participation as 
compared to big ones. 
 
A literature review was conducted in Chapter 2 to identify common factors that 
influence employee participation. Interestingly, few writers and researchers 
reviewed or revealed the size of the organisation, branch as a factor influencing 
employee participation or organisation structural factors.  The survey results are 
presented following the sequence of the questionnaires starting off with the 
profile of participants, and subsequently the results will be analysed to answer 
the research questions. 
 
According to Gray, (2009, p 485) this type of research measures relationships 
between variables and the variables are branch/site size and employee 
participation (Relationship: branch size/employee participation). This type of 
correlation according to Gray, (2009, p 486) is referred to as bivariate 
relationship, i.e. relationship between two variables.  
 
4.2 Demographic and statistical characteristics of participants 
 
Participants in the survey ranged from Cleaners to the highest ranked employees 
within RS, focusing mainly on site based employees. A total of 120 participants 
were randomly selected using individual employee numbers or codes, obtained 
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from the payroll and wages departments. 115 (95.8%) of the 120 distributed 
questionnaires were collected and processed by the researcher.  
 
Below is an analysis of occupational levels of participants: 
 
Table 4.1 
 
Breakdown of participants per employment level 
 
Occupational level Total responses per level   Percentage 
Cleaners 67 58% 
Junior Management level 28 24% 
Middle management level 18 16% 
Senior management level 2 2% 
Total 115 100% 
 
Out of 115 participants that answered questions, 68 were from big sites (59,1%)  
and 47 were from small sites ( 40,9%).  The racial breakdown of participants  
was as: 78 were African (67,2%), 26 were Coloured (22.4%), 4 were Indians 
(3.4%)  and   7 were Whites (6,9%).  
 
The table below indicates some employee participation initiatives and number of 
participants who represented their fellow employees in various forums. In other 
words, of the 115 participants; 6 were shop stewards, 10 H&S representatives, 4 
consultative representatives and 95 played not representatives at any forum   
 
Table 4.2 
 
Breakdown of participants in terms of role played in participation initiatives 
 
Role Total 
Shop stewards 6 
Health & Safety representative 10 
Consultative representative 4 
Played no role 95 
Total 115 
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Figure 4.3 
 
Graphical presentation of participants for the two groups (small and big 
sites). 
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4.3 Analysis of responses for selected questions and responses 
Tables below (4.3, 4.4 and 4.5) show results of eleven (11) selected questions 
that clearly confirm whether a site has any participation initiatives or not. Each 
table is a brief presentation of the results obtained from the survey, the first two 
tables (4.3 and 4.4) show results from small and big sites respectively. 
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4.3.1 Small Sites 
 
Table 4.3  
Analysis of 12 selected questions from small sites (agree and disagree)  
 
Code Question Strongly 
agree & 
agree 
Strongly 
disagree & 
disagree 
Maximum 
achievable 
responses 
1 My site has a consultative 
representative  
16 30 48 
3 Our site holds consultative 
meetings regularly 
10 34 48 
5 Management informs 
employees on most 
decisions affecting 
employees through memos, 
newsletters  
19 10 48 
6 Our site has health and 
safety representative/s 
13 33 48 
8 Our health and safety 
representatives update fellow 
employees on safety related 
issues 
7 36 48 
9 I participate in the annual  
performance review process 
3 42 48 
10 We have a shop steward in 
our site 
7 40 48 
12 Our union official updates us 
during wage negotiations 
0 45 48 
14 I am entitled to a 
performance bonus 
6 40 48 
15 I participated in the culture 
survey that took place on 
August 2011 
4 43 48 
16 I am aware that my employer 
is involved in community 
projects (CSI) 
11 28 46 
18 RS management consults 
shop stewards on most 
decisions affecting 
employees 
1 37 48 
Source: Responses from survey questions 
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Based on the above survey results from selected participants from small sites, a 
total of 73.8% out of a total of 528 participants either disagreed or strongly 
disagreed with the fact that employee participation initiatives were in place in 
sites where they were based (small sites).Only 16,3% participants out of 528 
indicated that some participation initiatives exist in sites where they were based 
(small sites). 52 either did not respond or chose neutral as their answers. To pick 
a few examples, 30 out of 48 participants indicated that their sites do not have 
consultative representatives (62.5%), question 1. Thirty three (33) out of 48 
participants from small sites indicated that health and safety representatives do 
not exist in their respective sites (68.75%), question 6, with only 13 confirming 
existence of these representatives in their sites (27.08%). Forty three (43) out of 
48 participants who answered question 15 indicated disagreement in taking part 
during the annual culture survey carried by RS (85.58%), with only 4 confirming 
participation in the August 2010 survey (8.3%).         
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4.3.2 Big Sites 
 
Table 4.4 
Analysis of 12 selected questions from big sites (agree and disagree) 
 
Code Question Strongly 
agree & 
agree 
Strongly 
disagree & 
disagree 
Maximum 
achievable 
responses 
1 My site has a consultative 
representative  
54 12 69 
3 Our site holds consultative 
meetings regularly 
50 11 69 
5 Management informs 
employees on most decisions 
affecting employees through 
memos, newsletters   
9 56 69 
6 Our site has health and safety 
representatives 
44 21 69 
8 Our health and safety 
representatives update fellow 
employees on safety related 
issues 
34 28 69 
9 I participate in the annual  
performance review process 
25 39 69 
10 We have a shop steward in our 
site 
37 30 69 
12 Our union official updates us 
during wage negotiations 
10 17 69 
14 I am entitled to a performance 
bonus 
12 24 69 
15 I participated in the culture 
survey that took place in  
August of 2010 
13 23 69 
16 I am aware that my employer 
is involved in community 
projects (CSI) 
25 29 67 
18 RS consults shop stewards on 
most decisions affecting 
employees 
7 20 69 
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Tables 4.4 show results for the same selected 11 questions extracted from the 
18 research questions, these are exactly similar to the ones in table 4.3, except 
that the above is a summary of responses from participants based at selected big 
sites. A total of 78.2% (54 out of 69 participants) from big sites agreed and 
strongly agreed that their sites have consultative representatives, 63.76% (44 out 
of 69 participants) indicated that their sites have health and safety 
representatives. With 34.43% (21 out of 69 participants) indicating that their sites 
do not have health and safety representatives. Out of 36 participants who 
answered question 15, 32% (13 out of 36) participants indicated that they 
participated in the last culture survey of August 2010, with 69% (23 out of 36 
participants) indicating that they did not participate in the culture survey of August 
2010. Out 61 responses, 50 (82%) participants from big sites confirmed that their 
sites hold regular consultative meetings where in management and employees 
are presented with a platform to engage, interact, share ideas, information and 
discuss any issues affecting the business and employment relationships. As 
compared to 11  participants (18%) only who  confirmed that their sites (big sites)  
do not hold regular consultative meetings.   
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4.3.3 Small and Big Sites Combined 
 
Table 4.5 
 
Analysis of 12 selected questions (agree and disagree)   
 
Code Question Strongly 
agree & 
agree 
Strongly 
disagree & 
disagree 
Maximum 
achievable 
responses 
1 My site has a consultative 
representative  
68 41 114 
3 Our site holds consultative 
meetings regularly 
63 39 112 
5 Management informs 
employees on most decisions 
affecting employees through 
memos, newsletters etc 
83 18 115 
6 Our site has health and 
safety representatives 
55 52 111 
8 Our health and safety 
representatives update fellow 
employees on safety related 
issues 
39 62 115 
9 I participate in the annual  
performance review process 
29 79 114 
10 We have a shop steward in 
our site 
42 68 115 
12 Our union official updates us 
during wage negotiations 
12 88 114 
14 I am entitled to a 
performance bonus 
24 86 114 
15 I participated in the culture 
survey that took place on 
August 2011 
22 88 115 
16 I am aware that my employer 
is involved in community 
projects (CSI) 
36 57 113 
18 RS consults shop stewards 
on most decisions affecting 
employees 
9 80 113 
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Combined survey results indicate that overall, RS participation initiatives are 
implemented in most sites, as indicated in the three tables above (tables 4.3, 4.4 
& 4.5. Analysing a few selected answers reveals the following: Sixty nine (68) of 
the 114 participants indicated that their sites ( both big and small) hold regular 
consultative meetings (question 1) (58%). Forty one (41) out of 114 participants 
indicated that their sites do not hold any consultative meetings (35%), with a 
mean of 3.29 and a standard deviation of 1.30.  However, despite high 
participation levels in some sites as depicted in the survey results in table 4.4, 
most sites had the majority participants confirming low participation levels. These 
include, employee participation in performance reviews/appraisals (question 9), 
with 29 out of 114 participants (25%) indicating that they have participated in 
performance appraisals, 79 out of 114 participants (69%) confirmed that they 
have never participated in any form of performance appraisals, with a mean of 
2.30 and a standard deviation of 1.22.  Out of 114 participants who answered the 
question on financial participation (question 14), only 24 accepted participating 
and entitlement to performance related bonuses (21%).86 participants (75%) 
indicated that they have never participated in any performance related bonus 
payment, indicating a mean of 2.21 and a standard deviation of 1.24. 
 
4.4 T – test grouping: Site size 
Below is an analysis of results using all 18 questions answered by the 
participants. According to Gary, (2009, p 473) a t – test maybe used when 
comparing two groups in a research.   
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Table  4. 6 
Statistical analysis of employee participation levels within RS 
Site size Mean 
(over
all) 
Valid N 
(overall) 
Standard 
deviation 
(overall) 
Small site 2.37 47 0.57 
Big site 2.99 68 0.68 
 
As indicated in the above table, overall mean for small sites compared to that of 
big sites based on 18 questions answered by the participants, it is concluded that 
employee participation within RS is more concentrated in big sites as opposed to 
small sites. 
 
4.5 Concluding Remarks 
A closer look at the combined statistics for the combined two category sites 
reveals that employee participation initiatives are not effectively and uniformly 
implemented across different sites within RS. This revelation confirms claims that 
RS participation is concentrated in certain sites (big) at the expense of small 
sites. Perhaps the most logical explanation to this is the level of risks in these two 
groups (sites), in as far as industrial relations is concerned. The second most 
reason could be the practicality of setting up consultative forums at sites with for 
example one or two Cleaner. A look at the method of information sharing or 
consultation at small sites reveal reliance on sending memos, newsletters to 
small sites as opposed to more face to face interaction. A total 39.58% of 
participants indicated receiving regular written communication in small sites, as 
compared to 20.83% who indicated otherwise. Strangely, in big sites, 
communication is more through direct forms of communication through meetings 
as compared to written notices. Only 13.04% of participants from big sites 
indicated receiving written notices, with 58.33% who indicated otherwise (table 
4.4).  
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 Out of a total of 1380 responses for the 12 out of 18 questions analysed and 
reported in this research, 514 responses (37.25%) accepted that some form of 
participation takes place at site levels,  responses (50.80%) denied that 
participation initiatives are practiced in their sites. A statistic that is of no surprise 
to the researcher given RS` nature of business, but at the same time presenting 
RS management with an opportunity to re-look its participation implementation 
mechanisms, processes and structures.   
 
The following chapter will provide a summary, conclusions of the study, as well 
as the researcher`s recommendations based on data analysis, interactions with 
survey participants (especially those interviewed).  
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CHAPTER 5 
SUMMARY, CONCLUSSIONS AND RECOMMENDATIONS 
5.1 Introduction 
 
The core objective of this survey was to answer the question: “Does 
organizational structure influence employee participation?” Put differently or more 
specifically: “Does site/branch size influence employee participation within 
Royalserve Cleaning?” 
Added to the aims of the research is the measurement of extent of influence, in 
other words to what extent does this factor influence employee participation 
within RS.  As mentioned in some preceding sections of this research, arguments 
have been presented by many to the fact that RS` employee participation models 
and/or initiatives have been and still are influenced by its structure, particularly 
site size. With employees from smaller sites/branches hardly participating or 
involved in participatory initiatives. The purpose of this research was therefore to 
test the truthfulness of these perceptions and arguments.  
 
Chapter 4 presented findings of the survey results, in terms of how participants 
from different sites/branches, regions and employment levels experienced and 
perceived different employee participation initiatives. This chapter will summarise 
the survey findings, recommendations and limitations. As mentioned in chapter 2 
of this research, literature reviewed in this study revealed little evidence to 
indicate that this factor has been investigated as one of the main factors 
influencing employee participation at various levels.   
 
According to Wilkinson, Bacon, Redman and Snell, (2010, p 252), employee 
participation is influenced by not one factor but numerous internal and external 
factors operating together. Some of the internal organisational factors include 
size, structure, complexity, management attitude and work force profile.  Main 
objectives of this study may therefore be summarised or broken down as: 
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• To investigate how site/branch size influences employee participation 
within RS 
• Level of participation within RS across different employment categories 
• Level of influence of branch size or organisational complexity or structure 
on employee participation 
• Provoke or incite further research on factors influencing employee 
participation within RS 
• Incite discussions and reviews on various employee participation  
initiatives   
• Identify possible hindrances to employee participation within RS 
• Recommend ways and methods of dealing with identified challenges 
 
5.2 Summary of findings 
This survey was provoked by the researcher`s direct involvement in driving the 
implementation of most of RS` employee participation initiatives, the need to 
formalise feedback from stakeholders on these initiatives, constant attack and 
complaints from RS` small sites/branches on being left out and or given less 
attention when it comes to participation initiatives.  
 
It is critical to note that this research led to the discovery of a number of other 
challenges associated with employee participation. 
The research questionnaire was designed to solicit responses on the following 
participation initiatives: 
• Information sharing 
• Legislative participation 
• Collective bargaining 
• Financial participation 
• Climate surveys 
• Outside/beyond the organization participation (CSI) 
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This chapter will summarise findings on the above initiatives based on results 
presented in chapter 4 in terms of big versus small sites. 
 
5.2.1 Information sharing 
According to Finnemore and Van Rensburg, (2000) information sharing is a 
direct form of participation, however, Bendix (2010, p 711) argued that 
information sharing can be indirect, i.e. through employee representatives. This 
survey has confirmed that information sharing can be both direct and indirect. RS 
share information with employees directly through written notices and through 
elected employee representatives (shop stewards and consultative 
representatives). De Villers and Kooy (2004, p 26), proposed that information 
sharing methods that may be classified as participation initiatives include 
conversations, meetings, briefings and health and safety talks.   
 
Information sharing does exist in both small and big sites, however, according to 
the survey results, small sites are given less attention as compared to their 
counterparts (big sites). The same information sharing structures exist for both 
small and big sites, i.e. management meetings with employees, memos, letters, 
employee representatives and consultative forums, albeit on varying degrees in 
as far as implementation is concerned. For example 30 out of 48 participants 
from small sites confirmed that no employee representatives exist at their sites, 
as compared to 54 out of 69 participants from big sites confirming that employee 
representatives exist at their sites and only 12 participants out of 69 confirming 
that such do not exist in their sites.  
 
A very interesting statistic was revealed by the survey; out of 69 participants from 
big sites, 56 denied that management informs them on company developments 
through meetings and letters, with only 6 participants out of 69 confirming that 
management updates them through meetings and written correspondences. Out 
of 34 participants who answered the question on management information 
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sharing from small sites, 29 accepted that management does give them regular 
updates and 10 denied such. The researcher still finds this strange, however, the 
only possible explanation could be that managers for big sites rely mainly on 
monthly consultative meetings with employee representatives to share 
information with employees (via their representatives) as opposed to written 
notices and communication. With managers for small sites relying mainly on one 
on one and written communication as their sites are small and therefore difficult 
to meet regularly or utilize employee representatives.  
 
5.2.2 Legislative participation 
The only legislated participation model in place within RS is health and safety 
participation. Out of 48 participants from small sites who answered  this question, 
33 confirmed their branches or sites do not have health and safety 
representatives, with 13 indicating that they have these representatives. As 
compared to 44 participants out of 69 from big sites confirming existence of 
health and safety representatives and 21 declining such. Legislated employee 
participation, according to Prinsloo, Moropodi, Slabbert and Parker (1999, p 13) 
is normally regarded as a formal as opposed to informal participation.   
 
5.2.3 Collective bargaining  
Based on the survey results, 45 out of 48 participants from small sites denied any 
existence of  CB as represented by trade unions and feedback or updates during 
sector CB periods. From big sites 17 out of 69 participants denied existence of 
feedback sessions during CB, with only 10 accepting such. This however does 
not mean that CB does not exist at sector level; what is lacking is feedback and 
consultations by trade unions and shop stewards during CB processes. 
Therefore there is little input towards this process by employees. 
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5.2.4 Financial participation 
The only financial participation model that exists within RS applies to middle 
management level and above and this is performance based bonuses. Out of 48 
participants from small sites who answered the question, only 6 confirmed 
entitlement to a performance bonus, with 40 answering negative. 24 out of 69 
participants from big sites denied entitlement to performance bonuses, with 12 
accepting. According to the National employee participation steering committee 
(1979, p 2), one of the objectives of employee participation is the need for 
employers to share economic gains with employees.     
 
5.2.5 Climate surveys 
According to Wilkins, Redman and Snell (2010, p 246), this type of employee 
participation is also called attitude surveys. RS conducts annual climate surveys 
to determine or obtain feedback from employees at all levels on employment 
related issues, such as recruitment, promotions, company policies, job 
satisfaction and reward issues. This survey is open to all RS employees albeit 
with limitations as the previous one was only targeting employees with access to 
computers and RS emails. Out of 69 participants from big sites, 23 denied 
participating in the survey, with 13 accepting. From small sites, 43 denied 
participation and 4 accepted. Again, such participation exists for all sites, despite 
their size, but participation levels are high in big sites than in small ones and 
restricted to employees in management or administrative positions. 
 
5.2.6 Corporate Social Investment (CSI) 
This form of employee participation is referred to by Anstey (1997) and Salamon 
(1992, p 347) as beyond or outside the organization or social participation as 
shown in figure 2.1 in chapter 2 of this research.  According to the National 
employee participation steering committee, (1979, p 2), employee participation 
pressures organisations to be involved in community development initiatives. RS 
employees participate in community involvement through their elected 
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consultative representatives. Consultative forums at site level also have as part 
of their responsibility CSI and they participate in a number of ways, ranging from 
identifying potential areas of involvement in-line with RS` CSI strategy and policy. 
A total of 113 participants answered this question (both from small and big sites), 
57 of the participants had no knowledge of RS` involvement in CSI, while 26 
indicated that they were aware and participated in CSI initiatives. 21 of the 113 
participants were not sure as they answered neutral. 11 out of 46 participants 
who answered this question from small sites indicated that they were aware of 
RS` involvement in CSI and have participated in such in the past. 28 out of 48 
from small sites indicated that they were not aware of and have never been 
involved in any CSI activities.  
 
29 out of 67 participants from big sites indicated that they have never participated 
in any CSI activities, with 25 indicating that they have participated and were 
aware of such initiatives. 
 
5.2.7 Power-centred Participation 
Such participation involves shared decision making mechanisms and processes, 
such as CB, co-determination and these forms of employee participation are 
regarded as indirect by De Villers and Kooy ( 2004, p 26). CB at RS is industry 
controlled and RS employees have little involvement. RS therefore has no sound 
power centred participation model and this is common in most RSA organisations 
except for those with internal CB structures, such as Pick n Pay. The most 
common and preferred CB structures in RSA are sector or industry based.   
 
5.3 Recommendations 
Based on findings from chapter 4 as summarised in chapter 5, the researcher will 
submit the following to RS management in order to realise full benefits to current 
employee participation initiatives:    
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5.3.1 Given RS` nature of business, it is almost impossible to roll out all 
employee participation initiatives to all branches/sites, as some sites have 1 
employee, while others have over 300 employees. However all employees may 
be kept informed through newsletters, formal update letters and any other 
communication initiatives. 
 
5.3.2 Culture surveys are normally used to cover such areas as employee 
rewards, company benefits, employee development, training, job satisfaction, 
general employee relations atmosphere and many others. These surveys help 
gauge the industrial relations atmosphere, general employee motivation, 
attitudes and have so been conducted electronically by RS, hence reaching very 
few employees. Most of RS employees have no access to computers, especially 
Cleaners. This then limits the survey to management and other administrative 
employment levels and the researcher therefore strongly recommends that RS 
distribute hard copy survey forms to all employees and allow full participation. 
The only down side of distributing hard copies is that data analysis becomes a 
cumbersome and daunting process as it would have to be manual.  
 
5.3.3 It has always been a concern that financial participation is limited to middle 
managers, excluding junior managers and other employees not covered by CB. 
This has created unnecessary tension and divisions within RS employment levels 
and the researcher therefore recommends a complete overhaul of the current  
incentive policy to include all those employees not covered by CB or all non- 
wage blue collar employees. If for financial reasons, this is not practical, it is 
recommended non-payment of such bonuses to all employees than to pay some 
and exclude others.      
 
5.3.4 Based on literature reviewed and data collected from participants, it is clear 
that structure of an organization is one of the internal factors that influence 
employee participation. Although this research only focused on structure of the 
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organization, other factors came to light during the research. It became clear that 
RS does not review or evaluate its participation initiatives and this is critical as it 
would give a perspective in terms of whether intended goals are met, justify costs 
and also to continuously improve. An evaluation of participation initiatives may be 
combined or incorporated into the annual climate surveys. 
 
5.3.5 Collective bargaining takes place at sector level and it became apparent 
from the study that RS employees covered by the CB do not fully participate in 
this process. This type of participation is initiated and driven by trade unions; little 
could be done by RS management to ensure affected employees are kept 
informed by their trade union representatives on CB processes. Although trade 
unions participating in the CB have shop stewards within RS from various sites, 
the nature and structure of business make it difficult for majority of employees to 
be informed or given feedback during the CB process. RS does grant shop 
steward leave to all shop stewards who represent fellow employees in trade 
union business for all trade unions that participate in the sector CB process.  
 
5.3.6 It is of concern that some sites are not involved in statutory health and 
safety participation, as they do not have health and safety representatives. 
Alternatively, participants from selected, big or small sites were not aware of the 
existence of such within their sites. RS therefore has to conduct internal 
compliance audits to ensure full compliance with all relevant laws including 
health and safety. Introduction of health and safety tool box talks or daily 
briefings by health and safety representatives may assist improve participation. 
The one reason for reluctant participation in this area by RS is further 
encouraged by reliance on client H&S compliance. RS operates in premises 
belonging to its clients and majority of which fully comply with H&S needs and 
RS as a contractor gets covered in the process. Although, from a legal view point 
RS is required to set up own H&S structures in terms of relevant legislation.   
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5.3.7 Monthly internal newsletters may also be introduced and used as an 
information sharing tool, in addition to memos and meetings.    
 
5.4 Problems and limitations 
No major problems were encountered during the research, however a few 
challenges had to be dealt with and these included:  
 
5.4.1 Logistical challenges  
RS employees are spread across all provinces of South Africa and as some 
selected employees or participants were based outside Gauteng Province (GP), 
the researcher had to travel to some of the provinces for purposes of 
administering questionnaires. Further, there was reliance on line managers to 
facilitate the distribution and collection of questionnaires; this was a challenge as 
some managers were not so cooperative. 
 
5.4.2 Non responses and neutral responses 
According to Gray, (2009, p. 456), participants sometimes omit answering certain 
questions for various reasons especially when they feel uncomfortable answering 
those questions. The questionnaire provided for a neutral answer option for every 
question and some participants just left some questions unanswered. These 
were ignored by the researcher as they did not make a big number and there 
was no pattern or common questions left out and or answered as neutral. A total 
of 139 answers were neutrals (combined both big and small sites), out of 1380 
responses for the 12 reported responses (10.07%). 
 
5.4.3 Sample size 
RS has a total of about 12000 employees across all provinces of South Africa. 
Due to time and resource constraints, the researcher was only able to sample  
1% of the total population, with the assumption that these represented opinions 
and experiences of the entire work force. In total 115 questionnaires were 
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collected, out of 120 distributed, 5 could not be accounted for by the researcher. 
Although, this did not have a bearing on the research questions, 10 participants 
did not indicate their age.    
 
5.4.4 Literacy  
One of the biggest challenges was that some chosen participants were unable to 
read or write. The researcher had to interview and record answers in the 
questionnaires for those participants who were unable to read or write. This was 
mainly common in the Free State, Northern Cape and Western Cape provinces, 
where some participants requested questions to be translated into Afrikaans, 
from English.      
 
5.5 Concluding remarks 
Based on the above summaries and figures, it is therefore correct to conclude 
that size of branches/sites has an influence on employee participation within RS. 
However, the variance is on levels of participation, employee participation exist in 
both small and big sites, although more effective and dense in big sites as 
compared to small sites. A correlation exist between site size and implementation 
of employee participation initiatives, probable the next question should be, is by 
default or it is deliberate? 
 
The fact that employee participation exists in both big and small sites is 
commendable, especially given the nature of business and size of RS. As the 
results of this study indicated, room for doing better is available, especially for 
basic participation initiatives such as information sharing. The exclusion of 
certain employee levels in financial participation requires urgent attention as it is 
strategic and key to talent attraction, caring and retention.  
 
Bean (1985, p 170): Bendix (2010): National employee participation steering 
committee, Australian Government (1979) and Klerck (1999) are among some 
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scholars that concluded that no single factor influences employee participation.  
Therefore, as much as site size influences implementation of employee 
participation within RS, other factors are also at play. These may include 
management attitude, organization culture, legal factors, trade union power and 
influences. 
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APPENDIX A 
QUESTIONNAIRE 
    
EMPLOYEE QUESTIONNAIRE 
 I would appreciate your assistance in answering the questions below.  Please do not write your 
name on this form.  All answers provided are anonymous and the information provided shall 
remain confidential.   
SECTION A:  BIOGRAPHICAL DATA 
I would like to ask a few questions about you.  Please indicate the category that applies to you. 
Gender Male 1 Female 2 
Racial group 
African  1 
Coloured 2 
Indian  3 
White  4 
Language spoken at home 
Xhosa  1 
English  2 
Afrikaans  3 
Other  4 
Occupational level 
Top mgt 1 
Middle mgt 2 
Junior mgt 3 
Lower level 4 
What is your highest qualification? 
Less than Matriculation   1 
Matriculation  2 
Diploma 3 
Other 4 
How old are you?  Years  
Length of service   Years  
 
Region 
Inland:GP,FS,NW,MP& L 1 
Coastal: KZN,WC &EC 2 
 
I am  
A shop steward 1 
A health & safety rep 2 
A consultative rep 3 
 
Key 
Senior management:   RMs and above 
Middle management:   Operations Manager level  
Junior management:   Supervisor level & other salaried employees 
Lower level employees:  Wage employees  
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SECTION B 
For the following statements, please give your opinion. Use the following scale to indicate the 
most applicable, there is no correct or wrong answer  
 
SD  = strongly disagree  
D =  disagree  
N =  neutral  
A =  agree  
SA  =  strongly agree  
 
  SD D N A SA  
1 My site has consultative/transformation representative/s 1 2 3 4 5 
2 I participated in nominating our site consultative 
representative/s 1 2 3 4 
5 
3 Our site holds consultative meetings regularly  1 2 3 4 5 
4 Our consultative representative/s truly represent our 
interests and rights 1 2 3 4 
5 
5 Management informs employees on most decisions 
affecting employees through memos, notices, meetings etc  1 2 3 4 
5 
6 Our site has a health and safety representative/s  1 2 3 4 5 
7 I participated in the nomination of our health & safety 
representative/s  1 2 3 4 
5 
8 Our health and safety representative/s update/s fellow 
employees on safety issues 1 2 3 4 
5 
9 I participate in the performance appraisal/review process 
annually 1 2 3 4 
5 
10 We have a shop steward/s in our site 1 2 3 4 5 
11 I participated in the nomination of our site shop steward/s 1 2 3 4 5 
12 Our union official updates us during wage negotiations 1 2 3 4 5 
13 Our managers hold regular meetings with us to discuss 
issues affecting employees and any company developments  1 2 3 4 
5 
14 I am entitled to a performance related bonus annually  1 2 3 4 5 
15 I participated in the culture survey that took place in Aug 
2010  1 2 3 4 
5 
16 I am aware that my employer is involved in community 
projects (CSI) 1 2 3 4 
5 
17 I belong to a trade union of my choice 1 2 3 4 5 
18 Royalserve consults shop stewards on most decisions 
affecting employees 1 2 3 4 
5 
 
Thank you for taking time to complete this questionnaire, your participation is valuable.  
Kind regards 
Vusani Ntini 
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APPENDIX B 
 
COVER LETTER  
 
RE: LETTER OF INTRODUCTION, EMPLOYEE PARTICIPATION SURVEY 
It gives me pleasure to introduce myself as a final year post graduate student at Nelson 
Mandela Metropolitan University. It is a requirement that I complete a practical work 
related research project in an area chosen by myself as part of my studies. Because of 
my passion for employee involvement and participation within workplaces, I chose 
employee participation within Royalserve Cleaning Services, focusing mainly on 
challenges and a critique of current participation models and initiatives within 
Royalserve Cleaning Services. Employee participation refers to processes that involve 
employees taking part in work related activities in conjunction with management, such 
as health and safety consultations, transformation meetings and corporate social 
investment meetings.   
You have been selected as one of the limited participants in this research and your 
contribution would really be appreciated and helpful in my study of challenges faced by 
both management and Royalserve employees.  
Participation in this research is voluntary and should you wish not to take part, your 
decision will be respected. Information, opinion, experiences shared with myself will 
remain confidential, used for academic purposes only and you are not required to reveal 
your identity.           
You were nominated based on your role as either shop steward, 
consultative/transformation representative, health & safety representative, CSI 
representative, participant in the performance-based incentive, employee board 
representative and/or employee of Royalserve Cleaning Services. 
By completing the attached questionnaire it is assumed that you have elected to 
participate in this survey. Completed forms may be handed directly to the researcher 
personally, the line managers or emailed to vusani.ntini@royalserve.co.za , fax; 
086 544 3515 
Thanking you in advance for taking time to participate in the survey and co – operation 
Kind regards 
 
Vusani Ntini 
  
102 
 
